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ABSTRACT
Job satisfaction of vocational agriculture teachers in the South­
eastern United States was examined. A total of 355 teachers from seven 
states— Louisiana, Florida, Mississippi, Alabama, Virginia, Arkansas, 
and North Carolina— responded to the survey. Job satisfaction was mea­
sured by the Job Descriptive Index (JDI) which had six scales— work on 
present job, present pay, opportunities for promotion, supervision on 
present job, people on the job, and job in general. Fourteen demog­
raphic variables selected to be used as independent variables were age, 
highest degree completed, current annual salary, years of teaching ex­
perience, number of months employed per year, average number of students 
per class, average number of periods (1 hour) teaching per day, enroll­
ment of school, population of community, number of professional organ­
izations affiliated with, sex, geographical location, marital status, 
and religious affiliation. Three objectives were developed— (1) to de­
termine if the selected demographic variables significantly related to 
the job satisfaction of the teachers, (2) to determine if the selected 
demographic variables significantly predict job satisfaction of the 
teachers, and (3) to determine job satisfaction of vocational agricul­
ture teachers in the Southeastern United States as compared to the norm 
groups of the JDI. Findings revealed that annual salary, number of 
months employed per year, number of professional organizations affiliated 
with, sex, geographical location, marital status, age, years of teaching 
experience, religious affiliation, and number of periods teaching per day
x
significantly correlated to job satisfaction of the teachers. It was 
found that number of months employed per year, number of professional 
organizations affiliated with, annual salary, sex, geographical location, 
number of periods taught per day, and age significantly predicted job 
satisfaction of the teachers. The study also revealed that the teachers 
scored higher on three measures of job satisfaction— work on present job, 
supervision, and people on the job— than those of the norm groups of the 
JDI.
xi
Chapter 1
INTRODUCTION
Many vocational agriculture teachers have left the teaching
professions for other jobs. Craig (1982) indicated that there has been
a fairly high turnover among vocational agriculture teachers. The rate
was steady at 12.9 percent in 1981. This rate is higher than that of
teachers in most American schools whose estimated turnover rate is
between 7 and 10 percent (Reifschneider, 1980). According to Mattox
(1974), a factor that is related to vocational agriculture teachers
leaving the teaching profession is job satisfaction. He further stated
that if this trend of qualified vocational agriculture teachers leaving
teaching for other jobs continues, the quality of vocational agriculture
programs in the public high schools will be greatly affected.
Job satisfaction is an important aspect of a worker's life, and
many studies have been conducted to determine the effect of workers'
satisfaction on their jobs.
Locke (1976) defines job satisfaction as the following:
Job satisfaction results from the appraisal of one's job as 
attaining or allowing the attainment of one's important job 
values, providing these values are congruent with or help to 
fulfill one's basic needs. These needs are of two separable 
but interdependent types: bodily or physical needs and
psychological needs, especially the need for growth. Growth 
is made possible mainly by the nature of the work itself 
(p. 1319).
Weaver (1980) examined job satisfaction among American workers from 
1972 through 1978. He found that there were no substantial changes in
1
overall levels of job satisfaction through 1978. Their job satisfaction 
remained at a low level. Weaver's study was designed to be represen­
tative of the entire non-institutionalized population of the conter­
minous United States.
The literature indicates that several factors affect job satis­
faction of workers. Vecchio (1980) who examined job satisfaction of 
five religious groupings (Catholic, Protestant, Jewish, other, and none) 
reported that Catholics expressed greater job satisfaction with jobs 
of lower prestige than all other religious groupings. Jews were least 
satisfied with the jobs of lower prestige.
The results of a survey of Business Administration graduates have 
shown that both intrinsic (interest in the job, opportunity for advan­
cement) and extrinsic (external pressures such as family concerns, 
geographical locations, salary) factors are positively related to sub­
sequent satisfaction (O'Reilly and Caldwell, 1980).
Hoppock (1935), who studied job satisfaction of teachers in gen­
eral, reported that on the average the satisfied teachers were 7.5 
years older, lived in cities, and were more religious than the dissat­
isfied teachers. Lacy (1973) who examined factors affecting satisfac­
tion of business teachers in Ohio stated that class size, years of 
teaching experience, enrollment of high school, and supervision the 
teachers received related significantly to the teachers' job satisfac­
tion. Bowen (1981) reported that age and teaching experience did not 
relate to job satisfaction of agricultural teacher educators.
Marriner (1981) studied factors considered important in the deter­
mination of salary of nursing faculty members. She reported that nur­
sing staff who received higher salaries expressed a higher satisfaction
3level. Kenneke (1969) indicated that significant positive relationships 
existed between job satisfaction of vocational teachers and income, 
community size, geographical location, and social and professional 
relationships with fellow faculty members. In addition, Mattox (1974) 
reported that income and geographical location were significantly 
related to job satisfaction of vocational agriculture teachers. Olson 
(1974) found that educational level was a significant predictor of job 
satisfaction of vocational teachers.
Mattox attests to the fact that job satisfaction is an important 
aspect of a teacher’s life. This study attempt to determine job satis­
faction of vocational agriculture teachers in the Southeastern United 
States and to identify the factors that relate to their job satisfaction.
STATEMENT OF THE PROBLEM
Many vocational agriculture teachers have been known to leave 
teaching for other jobs. One factor to which the teachers' turnover is 
attributed is a low level of job satisfaction (Mattox, 1974). In 
addition, job satisfaction has been shown to relate positively to 
performance (Korman, 1976). This may mean that the more satisfied 
teachers are with their jobs, the better they will perform. Thus, it is 
expected that by increasing the satisfaction level of vocational 
agriculture teachers in the public high schools, better performance will 
result. Consequently, vocational agriculture programs in the public 
high schools may be improved.
In order to increase the job satisfaction of vocational agriculture 
teachers one must know what factors relate to their job satisfaction. 
Therefore, this study was designed to measure job satisfaction of
4vocational agriculture teachers in the Southeastern United States and to 
determine what influence selected demographic variables have on their 
job satisfaction.
PURPOSE
The purpose of the study was to investigate the job satisfaction 
of vocational agriculture teachers in the Southeastern United States, 
and to determine if selected demographic variables were related to job 
satisfaction of these teachers.
OBJECTIVES
To achieve the purpose of the study, the following specific 
objectives were developed:
1. To determine if the selected demographic variables were 
related to job satisfaction of vocational agriculture teachers 
in the Southeastern United States as measured by the Job 
Descriptive Index.
2. To determine if the selected demographic variables 
significantly predict job satisfaction of vocational 
agriculture teachers in the Southeastern United States as 
measured by the JDI. These variables include:
a. Age
b . Sex
c. Marital status
d. Educational level
e. Salary
f. Years of teaching experience
g- Number of months employed per year
h . Average number of students in each class
i. Number of periods (1 hour) teaching per day
j. Size of school
k. Size of town
1. Geographical location
m. Number of professional organizations affiliated with
n. Religious affiliation
To determine job satisfaction of vocational agriculture
teachers in the Southeastern United States as compared to the 
norm group of the JDI.
HYPOTHESES
Prior to the study, the following hypotheses were developed:
1. There are no significant relationships between the selected 
demographic variables and job satisfaction of vocational agri­
culture teachers in the Southeastern United States as measured 
by the JDI.
2. The selected demographic variables do not significantly pre­
dict job satisfaction of vocational agriculture teachers in 
the Southeastern United States.
SIGNIFICANCE OF THE STUDY
In the public high schools, vocational agriculture teachers are 
the single most important force that carry out vocational agriculture 
programs. Teachers' job satisfaction may affect their performance, 
thus, affecting the quality of their instruction. It is therefore
6important to know what variables relate to their job satisfaction.
This study sought to determine this relationship and attempted to de­
termine whether or not selected demographic variables could be used to 
predict their job satisfaction.
The results of the study should be useful to teacher educators, 
administrators, supervisors, and even to the teachers themselves in the 
continuing guest to improve program quality. Hopefully, the study has 
revealed information that will help the supervisors and administrators 
at federal, state, and local levels provide the requisites to increase 
teachers' job satisfaction. Satisfied teachers should perform more 
effectively, thus making vocational agriculture programs in the public 
high schools more effective.
DELIMITATION
The study was delimited to secondary vocational agriculture teach­
ers in the Southeastern United States.
LIMITATIONS
The study had the following limitations:
1. The instrument for the study may not have contained all factors 
impacting on the teachers' job satisfaction.
2. The design of the study may not have contained sufficient num­
bers of demographic variables needed to predict the teachers' 
job satisfaction.
3. Subjects of the study may have viewed the study as a threat to 
their position, a factor which may have biased the results of 
the study.
Chapter 2 
RESEARCH METHODOLOGY
The needed information was gathered through mailed questionnaires. 
The questionnaire consisted of two parts. Part I was the Job Descriptive 
Index (JDI) (Appendix A). This part measured job satisfaction in five 
different areas. They were: work on present job, present pay, oppor­
tunities for promotion, supervision on present job, and people on 
present job. There was also a category which measured satisfaction with 
job in general. In each category, a respondent was asked to write a 
"Y," an "N," or a "?" in the blank provided beside each description 
which best described his feelings toward his job in relation to that 
category. A "Y" indicated that the descriptor described the 
respondents' feelings, an "N" indicated that the descriptor did not 
describe the respondents' feelings, and a "?" meant that the respondents 
were undecided. The standard scoring procedure for the JDI was used, 
and the possible scores ranged from 0 - 5 4 .
The JDI was chosen for use because: (a) it measured factors of job
satisfaction, and (b) it had been shown to have a high degree of 
internal consistency and validity. Reliabilities (Split-half 
correlation) for the JDI scales ranged from .80 to .88 (Smith, Kendall, 
and Hulin, 1975).
It is appropriate to compare the JDI to another widely used measure 
of job satisfaction, the Minnesota Satisfaction Questionnaire (MSQ) 
(Buros, 1978). The researcher decided to use the JDI over the MSQ
because it was felt that the JDI was easier to understand and to score 
both on the part of the respondents and the researcher. Whereas the MSQ 
consists of a five category rating scale, the JDI consists of a three 
category rating scale. The form of the questionnaire used in the JDI is 
easier to administer (easier to mail due to smaller size) than that of 
the MSQ. The JDI is also more appropriate to the intent of the study 
because it measures specific factors of job satisfaction which the study 
is designed to seek. The JDI consists of scales measuring five factors 
of job satisfaction, and another scale measuring general job 
satisfaction. The MSQ consists of twenty scales measuring global 
satisfaction (Buros, 1978).
Part II consisted of items designed to secure information on the 
selected demographic variables listed in the objectives of the study.
SOURCE OF DATA
Data were obtained from vocational agriculture teachers in the 
Southeastern United States. There were approximately 3,500 vocational 
agriculture teachers in this region (Smith, 1982). Using Krejcie's and 
Morgan's "Table for Determining Sample Size for A Given Population," 346 
teachers is the minimum sample size (Krejcie and Morgan, 1970). In the 
study, the researcher investigated a sample size of 400 vocational 
agriculture teachers from seven randomly selected states in the 
Southeastern United States. A stratified random sample of participants 
was drawn with states serving as the variable for stratification. These 
states were Virginia, Mississippi, Alabama, Arkansas, Louisiana,
Florida, and North Carolina. The number of participants selected from 
each state was determined by:
91. dividing the number of teachers in that state by the total 
number of teachers in the seven states that had been selected, 
and
2. multiplying this number by 400.
RESEARCH DESIGN AND COLLECTION OF DATA
The descriptive method of research was used in the study.
Information was obtained through mailed questionnaires. The 
questionnaires were mailed to the teachers at their school addresses.
The addresses were obtained from the Vocational Agriculture Teachers 
Directory (1982). There were three mailings, each about three weeks 
apart. Those who did not respond to the first mailing received a second 
questionnaire. A third questionnaire was mailed to those teachers who 
did not respond to the second mailing. In each mailing, the 
questionnaire was accompanied by a self-addressed, stamped envelope and 
a cover letter (Appendices B, C, and D). After the third mailing, 355 
or 88.8 percent responses were received. This percentage response was 
accepted as a representative sample.
TREATMENT OF DATA
The information obtained in the study was coded and key-punched 
onto IBM cards for statistical analyses. The Statistical Package for 
the Social Sciences (SPSS) was utilized in the statistical analyses.
Spearman Rho Rank-Order Correlation was used in data analysis to 
test the null hypothesis that there was no significant relationship 
between job satisfaction of vocational agriculture teachers as measured 
by the six scales of the JDI and the selected demographic variables. Ten
10
variables were used in this analysis. They were age, highest degree 
completed, current annual salary, years of teaching experience, number 
of months employed per year, average number of students per class, 
average number of periods (1 hour) teaching per day, enrollment of 
school, population of community, and number of professional 
organizations affiliated with. Relationships between four other 
variables (sex, geographical location, marital status, and religious 
affiliation) and the teachers' job satisfaction were tested using eta. 
Eta was used to measure relationships between interval level dependent 
variables and nominal level independent variables. In this study, the 
dependent variables (JDI) were interval in nature, and the four 
demographic variables stated above were nominal in nature. Hence eta 
was the appropriate statistical tool to measure the association between 
the two sets of variables.
Multiple regression analysis was used to test the null hypothesis 
that the selected demographic variables did not significantly predict 
job satisfaction of the vocational agriculture teachers. Four nominal 
variables— sex, geographical location, marital status, and religious 
affiliation— were recoded using a dummy coding procedure. They were: 
Sex— male, female
Geographical location— city, town, rural 
Marital status— married, unmarried 
Religious affiliation— Catholic, Protestant, other 
These four variables— sex, geographical location, marital status, 
religious affiliation— yielded 10 independent variables, and added to 
the 10 ordinal variables, thus increasing the total number of predictor 
variables to 20.
Chapter 3 
REVIEW OF RELATED LITERATURE
Introduction
Job satisfaction is measured because of the desirability of know­
ing what factors pertain to it. This is evidenced by the wide variety 
of publications and research conducted by various agencies including 
governmental, industrial, educational, and private agencies. The im­
portance of such research is not hard to justify.
To understand sources relating to one's job satisfaction can be 
important in itself. From the educational point of view, people who 
are in the educational world such as agriculture teachers, teacher ed­
ucators, supervisors, and administrators may use the knowledge to take 
steps to enhance the teaching and learning processes.
Job satisfaction has been shown to relate positively to perform­
ance (Korman, 1976). Taking this concept to the school level, it means 
that a teacher who is satisfied will perform better. Thus, it follows 
that a satisfied teacher will enhance the teaching and learning pro­
cess. Job satisfaction then is an important topic since more and more 
is being demanded of teachers by the public who want their children to 
succeed in schooling. Therefore, the need for examining teachers' sat­
isfaction is imbedded in the need to improve their level of performance.
Theories of Job Satisfaction
Hoppock (1935) described job satisfaction as a combination of
11
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psychological, physiological, and environmental circumstances that 
cause a person to say that he is satisfied with his job. He elaborates 
further that a person may be satisfied with one aspect of a job and 
dissatisfied with another. Therefore, balancing the specific satis­
faction against the specific dissatisfaction allows one to arrive at 
the general feeling of satisfaction.
Hoppock (1935) further states that job satisfaction is primarily 
a result of one's own subjective judgment of the job. Because of the sub­
jective nature of the measurement techniques, measuring techniques used 
can easily be altered through rationalization or falsification of the 
respondent. Nevertheless, until a better measuring system can be de­
vised, one's own estimate of his job satisfaction should be accepted. 
Hoppock stresses further that a person may never be completely satis­
fied with his job, but he may be contented enough to remain while others 
become so dissatisfied that they move through a variety of jobs. From 
this point of view, job satisfaction of employees can be of great im­
portance to employers in retaining them.
According to Locke (1976), job satisfaction is an emotional re­
sponse that can only be discovered and grasped through the process of 
introspection. The individual is forced through conceptual identifi­
cation directed to his mental processes and contents to evaluate his 
responses to a job as satisfying or dissatisfying. Job satisfaction is 
a pleasurable or positive emotional state that results from this ap­
praisal of one's job experience.
Maslow's Theory of Human Motivation (1954) relates to satisfaction. 
According to Maslow there are five basic needs of human beings. They 
are (1) the physiological needs, (2) the safety needs, (3) the
13
belongingness needs and love needs, (4) the esteem needs, and (5) the 
need for self-actualization. A satisfied need is no longer a need. At 
this stage, a new higher level need emerges in a person as he strives 
to satisfy it. This process goes on until one achieves the highest 
level of need, i.e., the need for self-actualization. Maslow explained 
his theory as follows:
1. Physiological Needs
Physiological needs are the most basic of human needs. Examples 
of these needs are the need for food, sleep, sexual desire, etc. These 
needs are the most prepotent of all the needs. This means that a person 
who is deprived of all needs will most likely be highly motivated by 
the physiological needs rather than by any other needs such as safety, 
love, and esteem.
For example, a person who is in extreme hunger will strive to 
satisfy his hunger first. At this point, all other needs are irrelevant 
to him. A person who is in this condition focuses all faculties toward 
food. He thinks of food, remembers food, talks about food, and wants 
only food. His philosophy of life can be defined in term of eating. This 
condition goes on until his hunger is satisfied. When this basic phy­
siological need is satisfied, the motivation for food ceases, and a new 
higher level need emerges.
2. The Safety Needs
When the physiological needs are relatively well gratified, a new 
set of needs emerges in an individual. These needs can roughly be cate­
gorized as the safety needs. What has been said about the physiological
14
needs can be equally true for the safety needs. A person who is at 
this level of needs focuses all -his faculties toward safety-seeking 
activities. The need to be safe is manifested in everyday life.
For example, many people want an organized, systematic, and pre­
dictable world because they feel safe when they can predict what is 
going to happen. The preference for jobs with tenure and protection, 
the desire for a savings account, and the need for insurance of various 
kinds— car, medical, house, life, etc.— are all motivated by the safety 
needs. Once a person has satisfied one's safety needs, one is ready to 
strive to get satisfaction from a higher level of needs.
3. The Belongingness and Love Needs
An individual strives for these needs when he has gratified the 
physiological and safety needs. At this level a person feels keenly 
the absence of friends, spouse, or sweetheart. He needs affectionate 
relationships with people in general and a place in his group. One will 
strive with great intensity to achieve this goal. The need to be a 
member of a certain group or organization is an example of this need.
4 . The Esteem Needs
Many people desire self-respect or self-esteem as well as the es­
teem of others. These needs can be categorized into two subsidiary sets 
of needs. First is the desire for strength, achievement, mastery and 
competence, confidence in oneself, and independence and freedom. Second 
is the desire for respect and esteem from others such as the desires 
for prestige, status, dominance, recognition, attention, and appreciation.
A person who satisfies his esteem needs feels confident, strong, 
adequate, capable, useful, and important. If a person is thwarted in
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these needs, he feels inferior, weak, and helpless. This condition can
give rise to neurotic trends and basic discouragement.
Maslov? stressed that for a healthy self-esteem, one must gain his 
esteem or deserved respect from others rather than from external fame 
or celebrity and unwarranted adulation.
5. The Need for Self-Actualization
If all the above needs are satisfied, one may still feel restless 
and discontent unless one is able to do what one is capable of doing.
For example, a plant breeder must breed plants, a writer must write, 
a musician must make music, and a good teacher must be allowed to teach. 
This need is termed as self-actualization. "It refers to man's desire 
for self-fulfillment, namely, to the tendency for him to become actual­
ized in what he is potentially" (Maslow, p. 91). The specific form of 
these needs varies from one individual to another. The need for self- 
actualization emerges only after the physiological, safety, love, and 
esteem needs are satisfied.
In a somewhat elaborate explanation, Herzberg (1976) explains job 
satisfaction in terms of the Motivation-Hygiene Theory of Job Attitudes. 
The assumption underlying the theory is that factors involved in pro­
ducing job satisfaction (and motivation) are separate and distinct from 
the factors that lead to job dissatisfaction. Because separate factors 
are considered separately depending on whether job satisfaction or job 
dissatisfaction is being examined, it follows that the feelings (satis­
faction and dissatisfaction) are not opposite of each other. "The oppo­
site of job satisfaction is not job dissatisfaction but, rather, no job 
satisfaction; and similarly, the opposite of dissatisfaction is not job
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satisfaction, but no job dissatisfaction" (p. 60). This differs from
what many people usually think— that satisfaction and dissatisfaction
are opposite ends of the same continuum.
According to this theory, two different needs of man are involved.
One set of needs can be thought as stemming from his animal 
nature— from the built-in drive to avoid pain from the en­
vironment, plus all the learned drives which become condi­
tioned to the basic biological needs. For example, hunger, 
a basic biological drive, makes it necessary to earn money, 
and then money becomes a specific drive. The other sets of 
needs relate to that unique human characteristic, the ability 
to achieve and, through achievement, to experience psycholo­
gical growth. The stimuli for the growth needs are tasks 
that induce growth in the industrial setting. They are job 
content. Contrariwise, the stimuli inducing pain-avoidance 
behavior are found in the job environment (Herzberg, p. 58).
According to Herzberg (1976), motivation is the primary cause of 
satisfaction. Motivator factors that are intrinsic to the job are 
achievement, recognition for achievement, the work itself, responsibi­
lity, and advancement. On the other hand, hygiene factors that are 
extrinsic to job include company policies, interpersonal relationships, 
working conditions, salary, status, and security. The hygiene factors 
are the primary cause of dissatisfaction.
The hygiene factors make for job dissatisfaction because man is an 
animal with an overriding goal to avoid pain from the environment. The 
hygiene factors describe the environment. The motivators make man job- 
satisfied because he is a human with an overriding goal to use his 
human talents for psychological growth, which is the source of human 
happiness. "It is what man can accomplish that makes him human and 
what he can accomplish on the job will determine his human feelings"
(Herzberg, p. 60).
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Research Pertaining to Job Satisfaction
Weaver (1980) examined job satisfaction among American workers 
from 1972 through 1978. As was true in the previous decade, he found 
that there were no substantial changes in overall levels of job satis­
faction through 1978. Their job satisfaction remained at a low level. 
This study was designed to be representative of the entire non-insti- 
tutionalized population of the conterminous United States.
Vecchio (1980) investigated the relationship of job satisfaction 
and occupational prestige for five religious groupings (Catholic, 
Protestant, Jewish, other, and none). He interviewed 9,120 adults be­
tween 1972 and 1977. These adults represented a national sample of the 
United States labor force. The subjects answered questions regarding
(a) their present employment, (b) current religious preference,
(c) religion in which respondent was raised, and (d) global job satis­
faction.
Results of the study indicated that Catholics expressed greater 
satisfaction with jobs of lower prestige relative to all other reli­
gious groupings. Jews were the least satisfied with the jobs of lower 
prestige. The relationship of prestige to satisfaction was strongest 
for Jews and weakest for Catholics. There was a linear relationship 
between prestige and job satisfaction for all the five religious 
groupings.
Bamundo and Kopelman (1980) examined the moderating effects of 
occupation, age, and urbanization on the relationship between job sat­
isfaction and life satisfaction. They surveyed 2,200 households and 
received 911 responses.
Results of the study revealed that education and income positively
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influenced the job satisfaction-life satisfaction relationship Self- 
employment (vs. non self-employment) was another variable significantly 
influencing the relationship. Job longevity and age had strong in­
fluence on the job satisfaction-life satisfaction relationship. The 
strongest relationships were among individuals in their forties and 
sixties and among individuals with job tenures of 6 to 10 years. Re­
sults of the study also suggested that job satisfaction-life satisfac­
tion relationship was not stronger among individuals living in rural 
areas compared with those who lived in urban areas.
In a somewhat similar study, Schmitt and Mellon (1980) examined the 
relationship between work and life satisfaction. The purpose was to 
ascertain whether the work satisfaction-life satisfaction causal pattern 
was more plausible than the life-work satisfaction one.
The researcher collected data from 158 females and 96 males newly 
hired into a variety of state civil service jobs and a large service 
industry. Questionnaires were used in data collection at two points 
approximately one year apart. They found that life satisfaction caused 
both intrinsic and extrinsic job satisfaction for males. When a similar 
test was applied to females, results yielded non-significant differences 
between the relationships. Schmitt and Mellon, however, concluded that 
life satisfaction led to job satisfaction, not the reverse
Cheloha and Farr (1980) studied the relationships between absen­
teeism measures and job involvement and job satisfaction. Data were 
collected from 115 employees of a northwestern state government agency. 
The instrument used was a questionnaire consisting of measures of job 
satisfaction, job involvement, and general demographic characteristics. 
Four measures of absenteeism were calculated for each employee. These
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were sick leave— total days, sick leave--frequency, annual leave— total 
days, and annual leave— frequency. Job satisfaction was measured using 
the Job Descriptive Index (JDI) and the Minnesota Satisfaction Ques­
tionnaire (MSQ) short form. The MSQ short form provided intrinsic and 
extrinsic scales for job satisfaction scores.
Zero order correlation of data indicated that job satisfaction and 
job involvement were negatively related to absence behavior. But, when 
partial correlation analysis was conducted, it was found that the sat- 
isfaction-absence relationship (controlling for job involvement) was not 
significant. However, the involvement-absence relationship (controlling 
for job satisfaction) was found to be significant. From the results, 
it appeared that job involvement had a mediating influence in the re­
lationship between absenteeism and job satisfaction.
Alder and Golan (1981) investigated what attitudinal variables pre­
dicted lateness. They used the JDI to measure job satisfaction of 131 
female telephone operators in Israel. Based on the participants' job 
satisfaction, the researcher predicted their lateness behaviors. The 
researchers reported that job satisfaction was a significant predictor 
of lateness.
Bartol (1979) examined the relative importance of individual (per­
sonality and professional attitudes) versus organizational (professional 
reward system and tenure) variables in predicting job satisfaction and 
turnover. He investigated 167 members belonging to a subgroup or divi­
sion of a large national association of computer specialists. Profes­
sional attitudes were measured in five sub-scales--(1) autonomy,
(2) collegial maintenance of standards, (3) ethics, (4) professional 
commitment, and (5) professional identification. Aspects of job
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satisfaction measured were work itself, co-workers, pay, supervision, 
and promotion. These were the measures of the JDI. To measure turn­
over, subjects were asked to check whether they still worked for the 
same organization they did when they completed the previous survey. 
Factors measured in professional rewards included ability to work with­
out much guidance, high quality of work in the field, high concern for 
client or user's interests, participation in professional organizations, 
and keeping up on latest developments in the field.
Findings revealed that personality was a significant predictor only 
for satisfaction with co-workers. While autonomy was positively related 
to the same dimension of satisfaction, professional attitudes were sig­
nificant predictors of satisfaction with pay and promotion. Profes­
sional commitment and professional ethics were also significant pre­
dictors of satisfaction with the work itself. Professional standards 
were significantly and negatively related to satisfaction with pay, 
but professional commitment was significantly and positively related to 
it.
Professional commitment was also a significant predictor for sat­
isfaction with promotion. Other professional attitude variables and job 
satisfaction dimensions were not significantly related. Professional 
attitudes were not significant predictors of turnover. The reward system 
variable was a significant positive predictor of satisfaction with super­
vision, co-workers, pay, and promotion.
O'Reilly and Caldwell (1979) investigated the impact of objectives, 
task designs, and informational influences in determining employees' 
perception of task characteristics and job satisfaction. In the study, 
four experimental conditions were created to manipulate task
characteristics and informational cues about the task. These were
(1) enriched task design-unenriched cues, (2) unenriched task design- 
unenriched cues, (3) enriched task design-enriched cues, and (4) un­
enriched task design-enriched cues. Subjects consisted of 42 graduate 
business students randomly assigned to one of the four experimental 
conditions. Two control groups each consisting of 36 other students 
were set up to verify the manipulation of the task designs and the ma­
nipulations of the informational cues. Subjects spent one hour com­
pleting designed tasks. They provided information about their percep­
tion of the task characteristics, job satisfaction, information about 
the designed wage rate for the job, demographics, and a measure of in­
dividual needs.
The researchers reported subjects who performed enriched task ex­
pressed greater overall growth satisfaction and job satisfaction than 
subjects who performed unenriched tasks. Futher analyses revealed that 
the informational cues had a larger impact than the task design in de­
termining satisfaction. For example, it was found that satisfaction 
with pay was not significantly different by task design but was sig­
nificantly determined by informational cues. Thus, the researchers 
concluded that the major determinant of perception of task characteristics 
and job satisfaction was informational influence in the form of cues 
about the tasks as either enriched or unenriched.
Gilmore, Beehr, and Richler (1979) investigated the effects of 
leader behaviors on the performance and satisfaction of subordinates in 
a laboratory experiment. They coded videotaped group interactions of 
four groups of 12 participants using the Bale Coding System. Each group 
experimented different leader behaviors, namely (1) low consideration,
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low structure; (2) high consideration, low structure; (3) low con­
sideration, high structure; and (4) high consideration, high structure. 
Consideration and structure were manipulated in the study. Manipula­
tions of leaders were checked using the Leader Behavior Descriptive 
Questionnaire. Other measures included quality and quantity of output 
subordinate satisfaction in a number of areas, and group cohesiveness.
Two hypotheses were tested: (a) leader behaviors high in initi­
ating structure would cause higher subordinate performance than low 
structure behavior, and (b) leader behaviors high in consideration 
would cause greater subordinate satisfaction than low consideration. 
Measures of job satisfaction used were (a) general job satisfaction,
(b) pay satisfaction, (c) social satisfaction, and (d) supervisory 
satisfaction. Findings revealed that there were no significant dif­
ferences in satisfaction measured. The study also indicated that sub­
ordinates did not perceive the leader's manipulations as different, but 
that the manipulations caused differences in quality and quantity of 
work.
Orpen (1981) investigated the effects of flexible working hours on 
employee satisfaction and performance. He conducted a field experiment 
in a federal agency among 64 clerical employees who were randomly as­
signed to either flexible or fixed working hours. Subjects in the ex­
perimental group (flexible working hours) could vary their arrival times 
between 7:30 a.m. and 10:30 a.m. and their departure times between 
3:30 p.m. and 6:30 p.m., but they had to be at work between 10:30 a.m. 
and 3:30 p.m. The control group (fixed working hours) came to work and 
departed at regular times, i.e. from 9:00 a.m. to 5:00 p.m. The study 
lasted for six months.
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The independent variables were fixed/flexible working hours, while 
the dependent variables measured were the outcomes of satisfaction, 
performances (ratings), and productivity (output). When separate one­
way analyses of covariance were performed on the three dependent vari­
ables, it was found flexible working hours had significant effects on 
satisfaction but negligible effects on performance and productivity.
The result of the study indicated that flexible working hours can cause 
significant improvement in employee satisfaction with their jobs, but 
it had little effect on their performance. Although the study demon­
strated that flexible working hours can increase job satisfaction, the
precise reasons why this was so remained to be uncovered.
Lee, Bellezzo, and Miller (1981) investigated two propositions 
within the realm of job satisfaction. The propositions were:
1. Women who were principle wage earners would report a 
level and pattern of job satisfaction similar to that 
of male principle wage earners; whereas, female supple­
mentary wage earners would report a level and pattern of 
job satisfaction different from that of both male and 
female "bread winners."
2. Those with higher level occupations would report a 
level and pattern of job satisfaction that would be
higher than those at lower level occupations (p. 364).
The possible interaction of two independent variables (wage earner status
and occupational level) would be investigated.
Their sample consisted of 652 employees in a county government in 
the Midwest and a state government on the East coast. Participants were 
categorized into four types of occupations— (1) administrators, (2) pro­
fessionals, (3) para-professionals, and (4) clerical workers. Age and 
salary levels were additional variables measured in the study.
The study indicated that male principle wage earners earned a
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significantly higher salary than female principle wage earners, and 
female principle wage earners earned a significantly higher salary than 
female supplementary wage earners. Male principle wage earners were 
significantly older than female principle wage earners. Similarly, age 
and salary comparisons for the four job categories indicated that a 
salary differential also existed between male and female employees. A 
significant sex-age difference was only found in the professional and 
clerical occupations.
In general, the findings did not support the proposition that 
principle wage earners would respond similarly on measures of job satis­
faction. The data indicated that differences emerged in only two areas 
of job satisfaction, i.e. compensation and working conditions. In other 
words, in all areas except these two, wage earner status was not related 
to other areas of job satisfaction.
The results of a post-comparison test revealed that the source of 
the differences for compensation and working conditions was sex. This 
implied that female principle wage earners responded more like female 
supplementary wage earners instead of like male principle wage earners 
as was proposed.
In areas of general satisfaction, intrinsic characteristics and 
compensation component measures, the administrators and the profes­
sionals combined were more satisfied than the para-professionals and 
the clerical workers combined; while in the area of promotion, the para- 
prof essionals felt less satisfied than the administrators and the cleri­
cal workers. Surprisingly, the clerical workers were most satisfied 
with working conditions, while the professionals were least satisfied. 
Thus, the study did not support the proposition that those with higher
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level occupations would report a level and pattern of job satisfaction 
that would be higher than those at lower level occupations.
The researchers found that occupational level was a better pre­
dictor of job satisfaction than either sex or wage-earner status. From 
the secondary findings, they further concluded that there were no sex 
differences in the intrinsic aspects of job satisfaction, but there 
were sex differences in compensation and working conditions, exactly 
those variables in which women had experienced discrimination.
Quinn and Mandilovitch (1980) investigated the relationship of 
education and job satisfaction of the American work force between 1962 
and 1977. They performed secondary analyses on data obtained in eleven 
national surveys of the American work force during that period. More 
specifically, the researchers examined the relationships between 
(a) level of education and overall job satisfaction, (b) level of ed­
ucation with more specific aspects of the job, and (c) relative level 
of education and overall job satisfaction. From the study, they con­
cluded that there was a positive, statistically significant, and fairly 
well replicated relationship between level of education and overall job 
satifaction.
The qualifications to and empirical limitations of the relationship 
between level of education and overall job satisfaciton are perhaps more 
important than the relationship itself.
1. The relationship between level of education and job satisfac­
tion was small.
2. The biggest increment in overall job satisfaction occurred with 
the attainment of a college degree. Educational differences 
below this level were not associated with differences in overall
job satisfaciton, nor did just having attended college affect 
job satisfaction. The credential of a college degree was re­
quired for a college education to have any effect on job sat­
isfaction.
3. There was no progressive change in the form and magnitude of 
the relationship between level of education and job satisfac­
tion from 1962 and 1977.
4. The level of education was associated with only two aspects of 
workers' jobs— challenge and financial rewards.
5. The relatively small pay-offs in job satisfaction that accom­
pany increasing education can be offset when job demands fail 
to keep pace with educational attainment. Overeducated workers 
seemed to be particularly dissatisfied with their jobs, even 
more so than workers with little education. The problem of 
overeducation was particularly acute in a society where the 
average education level of the population is increasing. Unless 
job demand increased, a progressively more dissatisfied work 
force is a likely consequence (Staines and Quinn, 1979).
Tunick and Tseng (1981) assessed the extent to which rehabilitation 
counselor certification was associated with counselors' attitudes of 
professionalism and job satisfaction. They also examined job satisfac­
tion correlates of professionalism. They surveyed three subgroups of 
rehabilitation counselors in Kentucky. Out of 230 counselors surveyed,
83 percent responded. Fifty-one percent were females and 49 percent 
were males. The sample consisted of 36 percent certified counselors,
36 percent were not and had no intent to become certified, and 28 per­
cent were not certified but planned to be certified counselors.
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The five dimensions of professionalism studied were (a) the use 
of professional organizations as a major reference, (b) a belief in 
service to the public, (c) belief in self-regulation, (d) a sense of 
calling to the field, and (e) autonomy. In addition, a total profes­
sionalism score was calculated by adding the five scale scores together. 
The nine dimension measures of job satisfaction were (a) physical and 
mental exertion; (b) relationship with associates; (c) relationship 
with employees; (d) security, advancement, and finances; (e) interest 
and emotional involvement; (f) job information, training, and status; 
(g) physical surroundings aud working conditions; (h) future goals 
and progress; and (1) total job satisfaction.
The analysis of data revealed that three job satisfaction vari­
ables (future goals and progress; job information, training, and status; 
interest in and liking for and emotional involvement in job) signifi­
cantly differentiated the three groups of counselors. When a post-hoc 
analysis of means using Duncan's New Multiple Range Test was conducted, 
it was found that the non-certified counselors intending to become cer­
tified scored significantly higher than the non-certified counselors 
with no intent to be certified on the three variables stated earlier.
And total job satisfaction significantly differentiated the certified 
counselors from those non-certified and with no intent to be so. The 
said variables did not significantly differentiate the two non-certified 
groups of counselors. Correlational analysis indicated that the total 
professional score correlated positively and significantly at the .001 
level with the nine dimension measures of job satisfaction used in the 
study.
Tunick and Tseng concluded that the certified counselors
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demonstrated greater job satisfaction than the non-certified no-intent 
group. Further, the certified and the intent group reportedly enjoyed 
their jobs significantly more than the no-intent group. The certified 
and the intent groups perceived themselves as having status and saw a 
future in the rehabilitation field. On the other hand, the no-intent 
group did not seem to enjoy the job and did not see themselves in the 
field of rehabilitation in the future. The researchers further sug­
gested that any state agency desiring to have employees with greater 
professional attitudes, behavior, and job satisfaction should hire 
those counselors who were certified or had intent for certification.
In a study to determine factors considered important in the deter­
mination of salary, Marriner (1981) surveyed 83 nursing faculty members 
at a leading university. She received 43 responses. The sample con­
sisted of respondents who were primarily young, untenured, married fe­
males who had a master degree, worked full time, and were from the lower 
academic ranks.
Findings revealed that the majority of participants were satisfied 
with their jobs but dissatisfied with their pay. Dissatisfaction with 
their pay was related to quantity and quality of their work. The re­
spondents were equally divided in relationship to satisfaction or dis­
satisfaction with pay as related to peers. To determine the equity of 
pay, the respondents compared their pay with that of nursing school 
peers, others outside the school, and with previous salary. Productiv­
ity, longevity, work load, and experience were also their points of ref­
erence.
When crosstabulations were run between satisfaction with pay and 
several demographic variables, it was found that all of the correlations
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were weak. The strongest was the relationship between satisfaction with 
pay and academic salary. The higher the salary, the higher the percent­
age of the faculty who were satisfied with their pay. The percentage of 
respondents with over ten years of clinical experience who were dissat­
isfied with their pay was higher than that of those with fewer years of 
of clinical experience. The percentage of faculty members satisfied 
with pay increased up to the level of those having two research projects 
in progress and decreased thereafter. If a faculty member was conducting 
three or more research projects, she may not have felt adequately re­
imbursed for her efforts or may have not been as productive in other 
areas that were also rewarded.
Respondents who had worked for the institution from one to three 
years had the highest percentage of dissatisfaction with pay. However, 
there was an increase in the percentage of respondents who were satisfied 
with their pay in the group that had work experience at the institution 
from three to seven years. This trend declined for those who had worked 
at the institution for seven years or more. Even though the majority 
of the faculty members felt dissatisfied with their pay, most indicated 
they were satisfied with their jobs.
Kaufman and Buffer (1978) conducted a study to identify the primary 
job satisfactions of industrial arts educators and the importance that 
they placed upon their professional role activities, work environment, 
departmental supervision, and relationships with their colleagues. Two 
major questions were formulated.
1. What work facets within the occupational areas of professional 
role activities, work environment, departmental supervision, and 
relationship with colleagues were considered most important by
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industrial arts teacher educators.
2. What are the primary job satisfactions of industrial arts 
teacher educators with respect to work environment, profes­
sional role activities, departmental supervision, and relation­
ship with collegues.
A sample size of 350 industrial arts teacher educators were sur­
veyed and 62.5 percent of the participants responded. It was found that 
industrial arts teacher educators placed considerable importance upon 
intrinsically rewarding activities that pertained directly to their role 
as a communicator of information. The majority of the educators derived 
satisfaction from those highly valued activities that provided them with 
opportunity to teach students in undergraduate and graduate situations. 
Academic freedom was a significant source of job satisfaction.
More than 50 percent of the educators were not satisfied with ex­
trinsic job dimensions, i.e. salary, opportunity for promotion, evalu­
ation procedures, and the decision making process used by their super­
visors. This indicated that the educators placed high value upon basic 
extrinsic dimensions and that these dimensions could serve as possible 
satisfiers. The overall satisfaction rating of work facets was corre­
lated to the overall importance rating of job facets at .43. Thus, job 
dissatisfaction regarding high valued needs (i.e. salary, retirement 
benefits, medical benefits) were of concern to many educators.
The study also indicated that job satisfaction was related to the 
diversified responsibilities of the educators. Activities that received 
low rating (committee work, guest lecturing, service activities, and pro­
fessional association participation) were peripheral to the educators' 
primary responsibility of teaching.
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The data revealed that 96 percent of the sample valued time they 
had to improve their teaching ability (intrinsic). Ninety-four percent 
valued the opportunity they had for promotion (extrinsic), 94 percent 
valued their salary (extrinsic), and 86 percent stated that teaching 
ability should be considered on an equal basis with research and publi­
cations when evaluating faculty members (intrinsic). Thus, both in­
trinsic and extrinsic dimensions were valued by the educators; however, 
they may not be satisfied with their current situation.
Bowen (1981) studied a sample of 100 teacher educators employed by 
land grant and non-land grant institutions. He found that these edu­
cators had a high degree of job satisfaction. Relating job satisfaction 
to demographic variables, he found that there were no significant rela­
tionships between job satisfaction and the type of employing institution, 
academic rank, tenure, age, years of teaching experience as a high school 
teacher, years in present position, or total years as a teacher educator 
in agriculture.
The study was also designed to include investigating job satisfac­
tion of these educators basing on Herzberg's Factor Theory. Bowen fur­
ther found that the respondents were in high agreement on the order of 
the satisfier-dissatisfier factors that were satisfying to them. The 
job satisfiers were achievement, advancement, recognition, responsibil­
ity, and the work itself. The job dissatisfiers were interpersonal re­
lations, policy and administration, salary, supervision, and working 
conditions. The study also revealed that dissatisfiers correlated 
strongly with job satisfaction. The strongest correlation was between 
policy and administration and job satisfaction.
Olson (1974) examined what relationships the consistency,
homogeneity, and congruency (selected portions of Holland's Theory) had 
to job satisfaction and vocational stability of post-secondary technol­
ogy instructors. He mailed questionnaires to 175 technology instruc­
tors, and 91 percent responded. Consistency, homogeneity, and congruency, 
were measured by Holland's Vocational Preference Inventory (VPI). Job 
satisfaction was measured by Smith's JDI, and the Vocational Stability 
Index (VSI) was used to measure the vocational stability of the partic­
ipants. Aspects of job satisfaction measured were administration, work, 
pay, people, and promotion. Aspects of vocational stability measured 
were the number of job changes since 1960, the number of full-time em­
ployment since 1960, and the kind of job changes as determined by the 
occupational classification (Holland's) of the job he moved to compared 
with the previous adjacent job. In addition, Olson established seven 
predictor variables to predict job satisfaction and vocational stability 
of the instructors— Holland's congruency, Holland's homogeneity, indi­
vidual's age, individual's educational level, Holland's consistency, 
type of institution, and curriculum.
Analysis of data indicated that the relationship between job satis­
faction and vocational stability was not significant. Further analysis 
using multiple regression analysis revealed that out of the seven pre­
dictor variables, three variables— educational level, curriculum taught, 
and homogeneity— significantly predicted pay characteristics of job sat­
isfaction of the instructors.
The researcher recommended the following:
1. When searching for instructors who would most likely be
satisfied with the job as teachers of post-secondary tech­
nology subjects, condidates with graduate degrees and high 
VPI scores should be given primary consideration.
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2. When seeking post-secondary technology instructors who
were potentially vocationally stable and also most likely 
to be satisfied with their jobs as teachers of post-sec­
ondary technology subjects, those characteristics consid­
ered to be most important were:
a. age (older candidates preferred),
b. educational level (candidates with first graduate 
degree preferred), and
c. VPI homogeneity (candidates with the highest index 
preferred) (Olson, p. 12-13).
To determine job satisfaction of teaachers, Hoppock (1935) studied 
500 teachers from 51 urban and rural communities in Northeastern United 
States. The study revealed several distinct characteristics. Satisfied 
teachers showed fewer indications of emotional maladjustment, were more 
religious, and tended to enjoy better human relationship with superiors 
and associates. Most of the satisfied teachers lived in cities above 
10,000 population. Salary did not significantly differentiate the sat­
isfied teachers from the dissatisfied teachers. The satisfied teachers 
were more favorable toward family influence and social status, and felt 
more successful in their jobs. The dissatisfied cited monotony and 
fatigue more frequently. Teachers who were satisfied were an average 
of 7.5 years older than the dissatisfied.
Lee (1972) investigated the possible influence of selected personal 
and background demographic variables on job satisfaction among industrial 
arts teachers and the relationships between job satisfaction and a job 
content-context dichotomy for the job factors. Data were obtained from 
a 50 percent sample of industrial arts teachers in Missouri secondary 
schools during 1971-1972. Findings revealed that the job content related 
factors such as work itself were relatively more important in job satis­
faction than the job context factors such as salary.
Kenneke (1969) studied factors contributing to the satisfaction of
34
Oregon industrial education teachers during the past school year. He 
surveyed 433 teachers and received a 80.58 percent response.
The findings of the study revealed that the teachers significantly 
agreed on major factors.and specific aspects affecting their job satis­
faction and dissatisfaction. The primary sources of job satisfaction 
included (1) conditions under which the teachers must carry out their 
instruction, (2) working with and helping youth, and (3) social and 
professional relationships with fellow faculty members. The primary 
sources of dissatisfaction were (1) poor economic consideration,
(2) conditions not conducive to effective instruction, and (3) admin­
istrative procedures and policies.
The grade levels at which the teachers taught and the number of 
industrial arts classes taught per day significantly affected an appre­
ciable differences in the assignment of entities as primary job satis- 
fiers and dissatisfiers. School size and the number of years of teach­
ing experience did not significantly affect the consensual ordering of 
leading satisfiers and dissatisfiers.
To ascertain whether or not differences existed between vocational 
and non-vocational teachers relative to their job satisfaction, meaning 
of work, value orientation toward work, and selected demographic vari­
ables, Kazanas and Gregor (1975) surveyed 191 vocational and 44 non- 
vocational (academic) teachers.
From the study they concluded that a significant relationship ex­
isted between the meaning of work, value of work, and job satisfaction 
for vocational and non-vocational teachers. The study further revealed 
that vocational teachers did not differ significantly from non-voca­
tional teachers in job satisfaction, meaning of work, and value of work
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Community size was found to be significantly related to job satisfac­
tion. Suburban teachers had a slightly higher job satisfaction score 
than rural and urban teachers. The study also indicated that income 
was a significant variable in the teachers' overall job satisfaction. 
Vocational teachers in the higher income group scored significantly 
higher on the measure of job satisfaction. There were no significant 
differences in job satisfaction among the vocational teachers of the 
various service areas.
Studying in the same area, Kotrlik,'Woodley, and Sharpe (1982) 
examined job satisfaction of vocational and non-vocational teachers in 
Louisiana. They studied 159 responses from vocational teachers and 193 
responses from non-vocational teachers. The t-test was used to deter­
mine if significant differences existed between the two groups.
Although they found no signficant differences in the responses to 
the question about perceived job satisfaction between the two groups at 
.05 level, analyses of other responses to the questions concerning job 
satisfaction found that differences may exist. The researchers con­
cluded that the vocational teachers possessed a marginally higher level 
of perceived job satisfaction than the non-vocational teachers.
Analysis of the other responses revealed the following:
1. Neither group perceived themselves to be more likely to leave 
the teaching profession.
2. Vocational teachers were significantly (p < .05) more likely 
than non-vocational teachers to encourage their students to go 
into teaching in the vocational area.
3. Neither group was more likely to perceive that they would major 
in the same field in college again if they were starting anew.
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In her research, Fiatley (1980) attempted to determine if there was 
a relationship between the interpersonal relations skills of office ed­
ucation teacher/coordinators and the satisfactoriness of the job of 
their students. She also studied the relationship between demographic 
variables of both the students and the teachers and the satisfactoriness 
on the job of the students.
Regarding job satisfaction, two specific questions were asked:
1. What was the relationship between the demographic charac­
teristics of teacher/coordinators and the students' satis­
factoriness on the job?
2. What was the relationship between the demographic charac­
teristics of the office education students and the stu­
dents' satisfactoriness on the job? (Fiatley, p. 37)
Data were obtained through questionnaires from those who were in­
volved in 65 federally reimbursed secondary vocational office education 
programs in Iowa. The participants included the teacher/coordinators 
in these programs, the office education students enrolled in these pro­
grams, and the employers who hired the students who were enrolled in the 
office education related classes.
Fiatley compared teacher demographic variables (age, sex, education, 
part-time office education, present contracts, human relations training, 
and office experience) to students' satisfactoriness on the job. She 
found that part-time teaching experience related significantly to con­
formance, dependability, personal adjustment, and general satisfactori­
ness. No other teacher demographic variables related significantly to 
any measure of the students' satisfactoriness. Further investigation 
revealed that no student variables (sex, mother's education, father's 
education) was a significant measure of the students' satisfactoriness 
on their jobs.
Mattox (1974) in an article titled "Why Teachers Quit" reported 
that he examined 50 male teachers who left the vocational agriculture 
teaching profession in Arizona between Sept. 1, 1959 and Sept 1, 1972. 
Through a review of related literature and several discussions with 
personnel in the education field at the University of Arizona, he con­
cluded that one factor related to the teachers' quitting the teaching 
profession was their dissatisfaction with their jobs. Mattox associ­
ated the above factors with long hours, inadequate salary, lack of ad­
vancement opportunities, too short summer vacations, size of community, 
and teaching in remote areas of the state.
In a similar study Knight and Bender (1974) examined why vocational 
agriculture teachers in Ohio left teaching. They surveyed 134 former 
teachers and 118 current teachers in Ohio who left their teaching posi­
tions between 1970 and 1975. The teachers were asked to rank factors 
influencing their decision to leave teaching. Five factors were found 
to be most influential— long range occupational goals were other than 
teaching vocational agriculture, there were students in class who should 
not have been in vocational agriculture, inadequate advancement oppor­
tunities, long hours, and inadequate salary. An analysis of the rela­
tionship between demographic factors and influential factors revealed 
as time spent in supervision of students' occupational experience pro­
grams increased, former teachers generally reported students' learning 
difficulties and discipline problems as being less influential in their 
decision to leave; and the higher the reported salary during the last 
year of teaching, the less influential inadequate salary generally be­
came.
Miller (1974) investigated the reasons why graduates of agricultural
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education did not enter the profession or chose to leave after a period 
of time. He mailed questionnaires to non-teaching agricultural educa­
tion graduates from 1968 - 1973 of Virginia Polytechnic Institute and- 
State University.
Seventy-one percent of the graduates responded. The reason why 
the graduates chose not to teach included to secure more personal free­
dom, to secure a higher salary, to improve their family situation, and 
to get away from too much red tape. Miller suggested that the findings 
of his study provided important input for teacher educators and those 
associated with the preparation of teachers in the technical agricul­
ture subject areas.
Summary
Reports of studies pertaining to job satisfaction in general are 
as follows:
1. Weaver (1980) found there were no substantial changes in overall 
levels of job satisfaction from 1972 through 1978.
2. Vecchio (1980) reported that there was a significant linear re­
lationship between prestige and job satisfaction for five re- 
ligous groupings (Catholic, Protestant, Jewish, other, and none).
3. A study by Bamundo and Kopelman (1980) indicated that income 
positively moderated job satisfaction-life satisfaction relation­
ships .
4. Schmitt and Mellon (1980) concluded that life satisfaction led 
to job satisfaciton, not the reverse.
5. Cheloha and Farr(1980) indicated that job involvement had me­
diating influence in the relationship between absenteeism and
job satisfaction.
6. In their study, Alder and Golan (1981) reported that job satis­
faction was a significant predictor of lateness.
7. Bartol (1979) reported that both individual (personality and
professional attitudes) and organizational (professional re­
ward system and tenure) variables can be significant predictors 
of job satisfaction.
8. O'Reilly and Caldwell (1979) concluded the major determinants 
of perception of task characteristics and job satisfaction to 
be informational influence in the form of cues about the task 
as either enriched or unenriched.
9. Based on an experimental study, Gilmore, Beehr, and Richler 
(1979) reported that leaders' behaviors did not significantly 
affect subordinates' performance and satisfaction, but leaders' 
behaviors did affect subordinates' quantity and quality of 
work.
10. From his study, Orpen (1981) concluded that flexible working
hours can cause significant improvement in employees' satis­
faction with their jobs, but it has little effect on their 
performance.
11. In their study, Lee, Bellezzo, and Miller (1981) reported that:
a. Findings of their study did not support the proposition 
that principle wage earners (male versus female) would re­
spond similarly on measures of job satisfaction.
b. The study did not support the proposition that those with 
higher level occupations would report a level and pattern
of job satisfaction that would be higher than those at lower
level occupations.
12. In the ares of counseling, Tunick and Tseng (1981) reported 
that job satisfaciton significantly differentiated three groups 
of counselors (certified, not certified but had an intent to
be certified, and not certified with no intent to become cer­
tified) .
13. Marriner (1981) found that nursing staff who received higher 
salaries reported higher satisfaction levels. She also found 
that the percentage of nursing staff who had ten years of work­
ing experience and were dissatisfied with their jobs was greater 
than those with fewer years of experience.
Research pertaining to teacher educators revealed that:
14. Both intrinsic and extrinsic dimensions ofjobs are valued by 
teacher educators (Kaufman and Buffer, 1978).
15. The demographic variables (types of employing institution, aca­
demic rank, tenure, years of teaching experience as a high 
school vocational teacher, years in present position, or total 
years as a teacher educator in agriculture) were not signifi­
cantly related to job satisfaction of teacher educators (Bowen, 
1981).
16. Olson (1974) revealed that educational level, curriculum taught, 
and homogeneity (selected portion of Holland's Theory) signifi­
cantly predicted job satisfaction.
Studies of teachers (non-vocational) revealed that:
17. Satisfied teachers showed fewer indications of maladjustment, 
were more religious, tended to enjoy better human relationships 
with superiors and associates, lived in cities, and were 7.5
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years older on average than the dissatisfied teachers (Hoppock, 
1935) .
Studies of vocational teachers revealed that:
19. Lee (1972) found that job content related factors such as work
itself were relatively more important in job satisfaction than
job context related factors such as salary.
20. Factors related to job satisfaction included community size, 
income, geographical location, conditions under which the 
teachers must carry out their instruction, working with and 
helping youth, and social and professional relationships with 
fellow faculty members (Kenneke, 1969).
21. There is no significant difference in job satisfaction between 
vocational teachers and non-vocational teachers (Kazanas and 
Gregor, 1975 ) .
22. There is no significant difference in perceived job satisfac­
tion between vocational and non-vocational teachers, but three 
responses from vocational teachers on items related to job sat­
isfaction indicated that differences may exist (Kotrlik, 
Woodley, and Sharpe, 1982).
23. Part-time teaching experience of teachers related significantly 
to conformance, dependability, personal adjustment, and general 
satisfaciton of students on their jobs (Fiatley, 1980).
Studies pertaining to vocational agriculture teachers revealed that:
24. Factors relating to job dissatisfaction included long hours, 
inadequate salary, lack of advancement opportunities, too short 
summer vacation, size of community, and geographical location 
(Mattox, 1974).
25.
26.
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Factors why teachers quit include long range occupational goals 
were other than teaching vocational agriculture, there were 
students in class who should not have been in vocational agri­
culture, inadequate opportunities for advancement, long hours, 
and inadequate salary (Knight and Bender, 1974).
Graduates of vocational agricultural education chose to leave 
teaching or did not enter the profession at all to secure more 
personal freedom, to secure a higher salary, to improve their 
family situation, and to get away from too much red tape 
(Miller, 1974).
Chapter 4
PRESENTATION OF DATA
This chapter presents data pertaining to job satisfaction of 
vocational agriculture teachers in the Southeastern United States. 
Responses from 355 teachers (from seven states in the Southeastern 
region) were collected and statistically analyzed.
A total of 400 vocational agriculture teachers were randomly 
selected in the Southeastern United States using a modified cluster 
sampling procedure. The states were Virginia, Mississippi, Alabama, 
Louisiana, Arkansas, Florida, and North Carolina. The four states in 
this region not included in the study were West Virginia, Kentucky, 
Georgia, and Tennessee. After three mailings, 355 out of 400 teachers 
or 88.8 percent responded. Percent returns ranged from 82.5 percent 
(Arkansas) to 95.2 percent (Louisiana). These response rates are 
presented by state in Table 1.
Demographic Data
Data of six categories of age levels of the teachers are reported 
in Table 2. Teachers between 25 and 34 years of age made up the largest 
group of respondents (40.5 percent).
Data pertaining to sex of the teachers are shown in Table 3. Male 
teachers comprised 80.3 percent of the respondents while female teachers 
comprised 16.3 percent of the respondents. About 3 percent of the 
teachers did not reveal their sex.
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Table 1 
Response Rate By State
State
Number 
Mailed Out
Number
Returned
Percentage
Returned
Virginia 52 49 94.2%
Mississippi 51 48 94.1%
Alabama 55 50 90.9%
Louisiana 42 40 95.2%
Arkansas 40 33 82.5%
Florida 97 81 89.0%
North Carolina 63 54 85.7%
400 355 88.8%
Table 2 
Age of Respondents
Age Group 
(Years) Frequency Percentage
Below 25 19 5.4%
25 - 34 144 40.5%
35 - 44 93 26.2%
45 - 54 52 14.6%
55 or more 45 12.7%
Missing value _2 0.6%
355 100.0%
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Table 3 
Sex of Respondents
Sex Frequency Percentage
Male 285 80. 3%
Female 58 16.3%
Missing value 12 3.4%
355 100.0%
Regarding marital status , 82.5 percent of the teachers were married
and 16.1 percent were unmarried. Among the unmarried, 2.3 percent were
either divorced or separated. These data are reported in Table 4.
Table 4
Marital Status of Respondents
Marital Status Frequency Percentage
Married 293 82.5%
Single 47 13.2%
Widowed 2 0.6%
Divorced/separated 8 2.3%
Missing value 5 1.4%
355 100.0%
Data in Table 5 presents the educational level of the teachers, a 
greater percentage (49 percent) had B. S. degrees while 32.4 percent had 
masters degrees, and only .6 percent possessed doctoral degrees. About 
two percent of the teachers did not have college degrees.
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Table 5
Highest Degree Completed by Respondents
Highest Degree Frequency Percentage
No 4 year college/
university degree 6 1.7%
B. S. degree 174 49.0%
Masters degree 115 32.4%
Masters degree + 30 33 9.3%
Specialist certificate 25 7.0%
Doctoral degree 2 0.6%
355 100.0%
The teachers' annual salaries ranged from below $14,000 a year to
more than $30,000 a year. A small percentage (5.4 percent) earned below
$14,000 and only 5.6 percent earned $26,000 or more yearly. Most earned
between $14,000 - $25,999 annually (Table 6).
Table 6
Annual Salary of Respondents
Annual Salary Frequency Percentage
Below $14,000 19 5.4%
$14,000 - $17,999 127 35.8%
$18,000 - $21,999 103 29.0%
$22,000 - $25,999 86 24.2%
$26,000 - $29,999 14 3.9%
$30,000 and over 6 1.7%
355 100.0%
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Twenty-seven percent had five years or less teaching experience 
(largest group), and about 15 percent had taught for 25 years or more. 
Over three-fourths (76.6 percent) of the teachers had 20 or less years 
of experience (Table 7).
Table 7
Teaching Experience of Respondents
Teaching Experience 
(Number of Years) Frequency Percentage
5 or less 96 27.0%
6 - 1 0 79 22.3%
11 - 15 55 15.5%
16 - 20 42 11.8%
21 - 25 29 8.2%
26 or more 52 14.6%
Missing value 2 0.6%
355 100.0%
Most of the teachers (77.4 percent) were employed 12 months per 
year, and only .8 percent were employed for nine months per year.
Others were employed between 9 and 12 months annually (Table 8).
The majority (51.2 percent) taught classes which averaged 15 - 20 
students per class. The percentage of teachers who taught large classes 
of 31 - 35 students was very small (0.3 percent) (Table 9).
It was found that teachers who taught an average of five periods 
per day constituted the largest percentage (62.4 percent) of the respon­
dents, while those who taught an average of six periods per day made up
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Table 8
Number of Months Teaching Per Year By Respondents
Number of 
Months/Year Frequency Percentage
9 3 0.8%
9h 4 1.1%
10 48 13.6%
ioh 4 1.1%
n 18 5.1%
11*5 2 0.6%
12 275 77.4%
Missing value 1 0.3%
355 100.0%
Table 9
Average Number of Students Per 
Class of Respondents
Average Number of
Students Per Class Frequency Percentage
Less than 15 74 20.8%
15 -  20 182 51.2%
21 -  25 78 22.0%
26 -  30 18 5.1%
31 -  35 1 0.3%
35 or more 0 0.0%
Missing value 2 0.6%
355 100.0%
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22.5 percent of the respondents. Very few teachers reported having two 
or less classes on the average (Table 10).
Table 10
Number of Periods (1 Hour) Teaching 
Per Day By Respondents
Number of periods 
Teaching Per Day Frequency Percentage
2 or less 4 1.1%
3 3 0.8%
4 41 11.5%
5 221 62.5 %
6 80 22.5%
More than 6 6
355
1.7%
100.0%
Total school enrollment varied widely among respondents ranging
from less than 200 to more than 2,000 students. The largest percentage
of the teachers (41.7 percent) taught in schools with student population
between 501 to 1,000. Very few teachers taught in schools attended by
more than 2,000 students (3.1 percent) (Table 11).
The majority of the schools were located in areas with low 
populations. About 65 percent of the teachers taught in communities 
with populations under 15,000 (Table 12).
The largest group (42.2 percent) taught in rural areas, while 40.6 
percent taught in towns, and only 16.1 percent taught in cities (Table 
13).
Most of the teachers were found to have affiliations with one 
or more professional organizations, and the largest category of
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Table 11
Enrollment of Respondents' School
Enrollment Frequency Percentage
Less than 200 15 4.2%
201 - 500 114 32.1%
501 - 1,000 148 41.7%
1,001 - 1,500 53 14.9%
1,501 - 2,000 13 3.7%
More than 2,000 11 3.1%
Missing value 1 0.3%
355 100.0%
Table 12
Population of Community of Respondents
Population of
Community Frequency Percentage
Less than 5,000 121 34.1%
5,000 - 15,000 110 31.0%
15,001 - 25,000 43 12.1%
25,001 - 35,000 28 7.9%
35,001 - 45,000 10 2.8%
More than 45,000 29 8.2%
Missing value 14 3.9%
355 100.0%
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Table 13
Geographical Location of Respondents' School
Geographical
Location Frequency Percentage
City 57 16.1%
Town 144 40.6%
Rural 150 42.2%
Missing value 4 1.1%
355 100.0%
these teachers (22.2 percent) were affiliated with three organizations.
Only 4.8 percent were not affiliated with any professional organizations
and 19.2 percent held membership in 5 or more (Table 14).
Professional
Table 14
Organizations Affiliated By Respondents
Number of organi­
zations affiliated Frequency Percentage
0 17 4.8%
1 46 13.0%
2 66 18.6%
3 79 22.2%
4 77 21.6%
5 or more 68 19.2%
Missing value 2 0.6%
355 100.0%
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Data in Table 15 presents religious affiliation of the teachers. 
Most of them (76.1 percent) were Protestants. Catholics constituted 
only 7.6 percent of the respondents while 13.2 percent were in the other 
category.
Table 15
Religious Affiliation of Respondents
Religious
Affiliation Frequency Percentage
Catholic 27 7.6%
Protestant 270 76.1%
Jewish 0 0.0%
Other 47 13.2%
None 9 2.5%
Missing value 2 0.6%
355 100.0%
Hypothesis One— Relationships Between Job Satisfaction and the Selected
Demographic Variables
Hypothesis one sought to determine whether specific aspects of job 
satisfaction of the teachers (work on present job, present pay, 
opportunities for promotion, supervision on present job, people on 
present job, and job in general) as measured by the JDI related 
significantly to the selected demographic variables. The Spearman Rho 
Rank-Order Correlation Coefficient was used to test the significance of 
these relationships for 10 of the 14 demographic variables while the eta 
coefficient was used for the other four.
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Only 10 variables were analyzed using Spearman's Rho (Table 16) 
because the other four variables— sex, geographical location, marital 
status, and religious affiliation— were nominal variables. These 
nominal variables designated class or category and were not appropriate 
to be used in this statistical analysis. Spearman Rho Rank-Order 
Correlation is only appropriate to be used for analysis of ordinal scale 
measures, i.e., measures that can be placed in rank order, starting with 
either the largest or the smallest. Out of the 14 selected demographic 
variables, only 10 were ordinal scale measures, hence only those 10 
variables (Table 16) were appropriate to be used in this statistical 
procedure.
Data in Table 16 reveals the relationships between the teachers' 
job satisfaction (JDI) and the ten ordinal demographic variables. Six 
variables were found to be significantly (at a low level) related to the 
teachers' satisfaction with their work on present job.
Three were significant at the .001 level. These were current 
annual salary, number of months employed per year, and number of 
professional organizations affiliated with. These findings indicated 
that the teachers' satisfaction with work on present job increased as 
salary increased, as the number of months they taught per year 
increased, and as the number of professional organizations with which 
they were affiliated increased.
Significant relationships were also found between work on present 
job and age and years of teaching experience ( p .05). This indicated 
that as the teachers got older and the more teaching experience they had, 
the more satisfied they were with their jobs. This finding is supported
Table 16
Spearman Rho Correlation Coefficients Between the Job Descriptive 
Index and Selected Demographic Variables
Specific Aspects of Job Satisfaction
Demographic Variable Work Pay
Promo­
tion
Super­
vision People
Job 
in General
Age .129* .031 .021 .043 .105* .153*
Highest degree completed .084 .006 -.057 .045 .031 .105*
Current annual salary .188** .186** .014 .138** .114* .205**
Years of teaching experience .100* .052 -.001 .057 .071 .157**
Number of months teaching per year .160** .039 .012 .119* .063 .152*
Average number of students per class .037 -.051 .064 .054 .093* -.037
Average number of periods (1 hour) 
teaching per day .024 .004 .092* .010 -.040 -.000
Enrollment of school -.004 .029 .060 .027 .046 .038
Population of community -.088* .034 .012 -.041 061 -.086
Number of organizations affiliated .187** .033 .022 .064 .044 .128*
*Significant at the .05 level 
**Significant at the .001 level Ln
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by findings of Hoppock (1935) and Marriner (1981). Hoppock stated that 
statisfied teachers were on the average 7.5 years older than the 
dissatisfied teachers, while Marriner stated that nursing staff with 
more years of teaching experience reported a higher satisfaction level. 
There was a negative relationship between work on present job and 
population of community.
Analysis to determine the relationship between the teachers' 
satisfaction with pay and the demographic variables revealed only one
■A
significant correlation (Table 16). As was expected, there was 
significant positive relationship between the teachers' satisfaction 
with pay and annual salary ( p ^  .001) indicating as pay increased the 
teachers' satisfaction with pay also increased. This was not surprising 
since other researchers had reported similar findings. Mattox (1974), 
and Miller (1974) reported that teachers' overall job satisfaction 
increased proportionately with increased salary.
The teachers' satisfaction with opportunities for promotion was 
related significantly to average number of periods taught per day (p 
.05) (Table 16). The other variables did not significantly relate to 
satisfaction with opportunities for promotion.
The teachers' satisfaction with supervision on present job was 
significantly correlated with annual salary (p .001) and significantly 
related to number of months teaching per year ( p ^  .05) (Table 16).
Here again it can be said that as salary increased and as number of 
months employed per year increased, the teachers' satisfaction with 
supervision also increased.
Three variables were found to relate significantly to teachers' 
satisfaction with people on present job (p .05). These variables
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were age, current annual salary, and average number of students per 
class (Table 16). Therefore, as age and salary increased, satisfaction 
with people on the job increased.
Analyzing the relationships between the teachers’ satisfaction with 
job in general and the demographic variables revealed that current 
annual salary and years of teaching experience were significantly 
correlated with this aspect of job satisfaction (p <  .001). It thus 
appears that as annual salary and years of teaching experience increase, 
the teachers are more satisfied with their jobs. Age, highest degree 
completed, number of months employed per year, and number of 
professional organizations affiliated with significantly correlated to 
satisfaction with job in general at the .05 level (Table 16). These 
findings suggest that as age, contract length, and organizational 
affiliations increased, satisfaction with job in general increased.
Relationships between the four nominal level demographic variables 
and the teachers' satisfaction measures (JDI) were analyzed by the 
researcher using eta. The four variables belonging to this category 
were sex, geographical location, religious affiliation, and marital 
status. Eta was used for the above purpose because eta measures 
relationships between interval level dependent variables (measures of 
the JDI and nominal level independent variables (sex, geographical 
location, marital status, and religious affiliation) (see page 10).
Data pertaining to the relationship between the teachers’ job 
satisfaction and these four nominal variables are shown in Table 17. 
Following the eta analysis of relationships, a one-way analysis of 
variance was conducted for each independent variable that was found to 
have a significant eta coefficient. A follow up posteriori analysis of
Table 17
Eta Coefficients Calculated From Relationships Between 
the JDI and Selected Demographic Variables
Demographic Variable
Specific Aspects of Job Satisfaction
Work Pay
Promo­
tion
Super­
vision People
Job 
in General
Sex .105* .095* .044 .160** .113* .126**
Geographical location .032 .093* .130** .061 .060 .063
Marital status .076 .063 .014 ,078 .047 .122**
Religious affiliation .089 .100* .099* .089 .175** .037
*Significant at the .05 level
**Significant at the .01 level
Ln
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means using the Least Significant Difference (LSD) at the .05 level of 
significance was also conducted. The LSD was chosen because it was the 
most liberal post-hoc test of the difference between two means. It can 
easily reveal the significance of the difference between two means if 
there is one.
As shown in Table 17, the teachers' satisfaction with work on
present job, present pay, supervision on present job, people on present
job, and job in general was significantly related to the variable sex 
indicating that relationships did exist between these five aspects of 
job satisfaction as measured by the JDI and the teachers' sex. Analysis 
of variance using these five measures of job satisfaction as dependent 
variables and sex as the independent variable revealed that the male 
teachers scored significantly higher than the female teachers on four of 
the measures of job satisfaction (Tables 18 through 27). Thus, the 
finding was that as far as satisfaction with work on present job, 
supervision, people on the job, and job in general are concerned, male 
teachers were more satisfied than female teachers. However, female 
teachers scored significantly higher than male teachers on satisfaction 
with pay indicating that they were more satisfied with their pay than 
male teachers. The mean scores for present pay were 21.0 and 17.5 for 
female and male teachers respectively (Table 21). (It should be noted 
that the median score for pay was 17.9.)
The eta coefficients indicated that the teachers' satisfaction with
pay and promotion was significantly related to the variable geographical 
location (Table 17). In analyzing the relationships between satisfaction 
with pay and promotion and geographical location, it was found that only 
the teachers' satisfaction with pay significantly differed by geographical
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Table 18
Analysis of Variance of Work on Present Job By Sex
Source df
Sum of 
Squares
Mean
Squares F Rat io
Between groups 1 530.2 530.2 6.6*
Within groups 339 27287.7 80.5
Total 340 27817.9
*Significant at the .05 level
Table 19
Mean Job Satisfaction Scores of Work on Present Job By Sex
Sex Number
JDI
Mean
Mean
Difference
Male 283 36.9 3.3*
Female 58 33.6
*Significant at the .05 level
Table 20
Analysis of Variance of Present Pay By Sex
Source df
Sum of 
Squares
Mean
Squares F Ratio
Between groups 1 574.5 574.5 3.5*
Within groups 327 54408.3 166.4
Total 328 54982.8
*Significant at the .05 level
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Table 21
Mean Job Satisfaction Scores of Present Pay By Sex
Sex Number
JDI
Mean
Mean
Difference
Female 57 21.0 3.5*
Male 272 17.5
♦Significant at the .05 level
Table 22
Analysis of Variance of Supervision on Present Job By Sex
Source df
Sum of 
Squares
Mean
Squares F Ratio
Between groups 1 1142.7 1142.7 6.1*
Within groups 330 61613.3 186.7
Total 331 62756.0
♦Significant at the .05 level
Table 23
Mean Job Satisfaction Scores of Supervision on Present Job By Sex
Sex Number
JDI
Mean
Mean
Difference
Male 275 41.3 4.9*
Female 57 36.4
♦Significant at the .05 level
61
Table 24
Analysis of Variance of People on Present Job By Sex
Source df
Sum of 
Squares
Mean
Squares F Ratio
Between groups 1 643.0 643.0 4.5 +
Within groups 326 46344.4 142.2
Total 327 46987.4
♦Significant at the .05 level
Table 25
Mean Job Satisfaction Scores of People on Present Job By Sex
Sex Number
JDI
Mean
Mean
Difference
Male 271 41.2 3 .1*
Female 57 37.7
♦Significant at the .05 level
Table 26
Analysis of Variance of Job in General By Sex
Source df
Sum of 
Squares
Mean
Squares F Ratio
Between groups 1 757 .5 757.5 6. 8^
Within groups 337 37312.7 110.7
Total 338 38070.2
♦Significant at the .05 level
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Table 27
Mean Job Satisfaction Scores of Job in General By Sex
JDI
Sex Number Mean Difference
Male 281 43.6 4.0*
Female 58 39.8
*Significant at the .05 level
location (p.^.05) (Table 28). A further analysis of means using the 
one-way analysis of variance (ANOVA) and the LSD revealed that teachers 
who taught in cities scored significantly higher than those who taught 
in towns and rural areas indicating that they (the city teachers) had 
higher satisfaction level than either the town or rural teachers (Table 
29). The teachers' satisfaction with promotion by geographical location 
was not significantly different (Table 30). The analysis of variance 
revealed a non-significant F value indicating that even though eta was 
significant, no significant differences were present.
Table 28
Analysis of Variance of Present Pay By Geographical Location
Sum of Mean
Source df Squares Squares F Ratio
Between groups 2 1488.8 744.4 4.6*
Within groups 334 54065.2 161.9
Total 336 55554.0
*Significant at the .05 level
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Table 29
Mean Job Satisfaction Scores of Present Pay 
By Geographical Location
Demographic
Variable City Town Rural
Present pay 22.7* 16.7 17.9
  Note: Lines under each combination of variable levels portray means
that did not differ significantly at the .05 level of signi­
ficance using the LSD test. The mean satisfaction with pre­
sent pay score was 18.2.
Table 30
Analysis of Variance of Opportunities for Promotion 
By Geographical Location
Sum of Mean
Source df Squares Squares F Ratio
Between groups 2 469.2 234.6 1.73
Within groups 336 45922.6 136.7
Total 338 46391.8
Not significant at the .05 level
The above findings concurred with those of Hoppock (1935) and 
Kazanas and Gregor (1975). Hoppock reported that the satisfied teachers 
lived in cities, while Kazanas and Gregor reported that urban teachers 
had slightly higher job satisfaction scores than rural teachers. Further 
analysis on the remaining measures of job satisfaction did not reveal any 
significant differences in the mean scores of the three groups of teachers 
by geographical location.
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The teachers' satisfaction with job in general was significantly 
correlated to marital status indicating that there was relationship 
between marital status and this aspect of the teachers' job satisfaction 
(Table 17). Originally, four categories of marital status of the 
teachers were identified. These were married, single, widowed, and 
divorced/separated. But, because the number of teachers who were 
widowed and divorced/separated was small (2 for widowed and 8 for 
divorced/separated) (Table 4), these teachers' responses were combined 
with those of the single teachers to form a new category named unmarried 
(a total of 57). This had the effect of reducing the levels of marital 
status of the teachers to two— married and unmarried. A one-way ANOVA 
with marital status serving as the independent variable and the 
teachers' satisfaction with job in general serving as the dependent 
variable revealed a non-significant F-ratio (Table 31). Therefore, it 
can be deduced that with regard to satisfaction with job in general, the 
married teachers did not significantly differ from the unmarried 
teachers.
Table 31
Analysis of Variance of Job in General By Marital Status
Source df
Sum of 
Squares
Mean
Squares F Ratio
Between groups 1 311.8 311.8 2.8a
Within groups 344 38439.4
Total 345 38751.2
Q
Not significant at the .05 level
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Respondents were classified into five religious groupings—  Catholic, 
Protestant, Jewish, none, and other. Since no teacher was from the 
Jewish faith and teachers belonging to the "none" category was small (9 
teachers) (Table 15) , these categories of teachers were not included in 
the analysis of variance. Hence, only three religious groupings—  
Catholic, Protestant, and other— were used in the analysis. The eta 
analysis of relationships between the teachers' job satisfaction and the 
variable religious affiliation revealed that the variable had 
significant relationships with the teachers' satisfaction with pay, 
promotion, and people on present job (Table 17). This indicated that 
relationships existed between religious affiliation and these aspects of 
satisfaction as measured by the JDI. A one-way analysis of variance of 
the job satisfaction measures on pay, promotion, and people on the job 
by religious affiliation did not reveal any significant F-ration (Tables 
32, 33, and 34 respectively). Thus, as far as satisfaction with pay, 
promotion, and people on the job is concerned, teachers in the three 
religious groupings— Catholic, Protestant, and other— did not differ 
from one another.
Table 32
Analysis of Variance of Present Pay By Religious Affiliation
Source df
Sum of 
Squares
Mean
Squares F Ratio
Between groups 3 348.6 116.2 0.73
Within groups 335 55451.6 165.5
Total 338 55800.2
g
Not significant at the .05 level
6 6
Table 33
Analysis of Variance of Opportunities for Promotion 
By Religious Affiliation
Source
Sum of Mean 
df Squares Squares F Ratio
Between groups 3 455.7 151.9 l.l9
Within groups 337 46093.0 136.8
Total 340 46548.7
aNot significant at the .05 level
Table 34
Analysis of Variance of People on Present Job 
By Religious Affiliation
Source
Sum of Mean 
df Squares Squares F Ratio
Between groups 2 103.2 51.6 ~ . a 0.4
Within groups 326 46938.1 144.0
Total 328 47041.3
aNot significant at the .05 level
Hypothesis Two— Significant Predictors of Job Satisfaction of Vocational
Agriculture Teachers in the Southeastern United States
Hypothesis two calls for determining whether the selected demography
variables significantly predict job satisfaction of the vocational agri­
culture teachers. Step-up multiple regression analysis was used to test 
the above hypothesis. In the analysis, the four nominal variables were
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coded as dummy variables so that every level of each nominal variable 
became an independent variable. This was done so that the nominal 
variables can be fitted into the multiple regression analysis. These 
nominal variables were sex (male, female); geographical location (city, 
town, rural); marital status (married, unmarried); and religious 
affiliation (Catholic, Protestant, other). This procedure has the effect 
of increasing the number of independent variables from 14 to 20 (see 
page 10). This procedure was used to determine if the variables were 
valid predictors of job satisfaction of vocational agriculture teachers.
Table 35 displays the data pertaining to the significant predictors 
of the teachers' job satisfaction with work on present job. Out of the 
20 variables used in the analysis, number of months employed per year (p 
.01), number of professional organizations affiliated with (p<^.01), 
and annual salary (p<[ .05) came out as significant predictors. These 
three variables together accounted for 8.6 percent of the variation in 
the dependent variable.
As shown in Table 36, the teachers' satisfaction with pay was 
significantly predicted by salary, sex (male or female), and 
geographical location— (city). Salary accounted for 6.3 percent of the 
variance while sex and geographical location each accounted for less 
than two additional percent of the variation. Total variance accounted 
for by the significant predictors was 10.1 percent.
Data in Table 37 indicates that only two variables were significant 
predictors of the teachers' satisfaction with promotion. These were 
geographical location (city) and the number of periods taught per 
day. Geographical location accounted for 4 percent of the explained 
variance while number of periods taught per day accounted for less than
two additional percent of the variance These variables accounted for 
a total of 5.3 percent of the explained variance
Table 35
Multiple Regression Analysis of Work on Present Job 
By Selected Demographic Variables
Demographic Variable
2
R Change F
Number of months employed
per year .048 .048 14.300**
Number of professional or­
ganizations affiliated with .074 .026 8.216**
Annual salary .086 .012 3.695*
Constant 24.243
*Significant at the .05 level
**Significant at the .01 level
Table 36
Multiple Regression Analysis of Present Pay
By Selected Demographic Variables
Demographic Variable
2 1,2
R Change F
Annual salary .063 .063 19.439**
Sex .082 .019 5.814**
Geographical location— city .101 .009 2.722*
Constant 7.479
*Significant at the .05 level
**significant at the .01 level
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Table 37
Multiple Regression Analysis of Opportunities for Promotion 
By Selected Demographic Variables
Demographic Variable R2 Change F
Geographical location— city .040 .040 6.005**
Number of periods (1 hour)
teaching per day .053 .013 3.714*
Constant 1.282
*Significant at the .05 level
**Significant at the .01 level
Two variables were found to significantly predict the teachers' sat-
isfaction with supervision. These were sex (male) and number of months
teaching per year (Table 38). About two percent of the variance was
Table 38
Multiple Regression Analysis of Supervision on Present Job
By Selected Demographic Variables
Demographic Variable *R Change F
Sex .021 .021 5.985*
Number of months
employed per year .033 .012 3.395*
Constant 28.642
*Significant at the .05 level
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explained by the variable sex and the variable number of months teaching 
per year accounted for less than two additional percent of the variance 
increasing the total percentage of the explained variance to 3.3 percent.
Among the 20 variables used to predict the teacher' satisfaction
with people on the job, only the variable age emerged as a significant
predictor. It accounted for 3.6 percent of the variance. Other vari­
ables were not significant predictors (Table 39).
Table 39
Multiple Regression Analysis of People on Present Job 
By Selected Demographic Variables
2
2 R 
Demographic Variable R Change F
Age .036 .036 3.008*
Constant 32.320
*Significant at the .05 level
Analysis of data revealed that variables annual salary, number of 
months employed per year, and sex (male) significantly predicted satis­
faction with job in general. Annual salary accounted for seven percent 
of the variance, number of months employed per year accounted for an 
additional 2.5 percent of the variance, and sex accounted for about two 
additional percent of the explained variance (Table 40). All together 
these variables accounted for 10.5 percent of the explained variance.
Objective Three— Job Satisfaction Levels of the Teachers as Compared to 
the Norm Groups of the JDI
Objective three calls for determining the levels of job satisfaction
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Table 40
Multiple Regression Analysis of Job in General
By Selected Demographic Variables
Demographic Variable
2
R
R2
Change F
Annual salary .070 .070 21.503**
Number of months
employed per year .095 .025 7.838**
Sex .105 .020 3.119*
Constant 27.878
♦Significant at the .05 level 
**Significant at the .01 level
of the teachers as compared to the norm groups of the JDI. As shown in 
Table 41, the agriculture teachers scored higher on three measures of job 
satisfaction— work on present job, supervision, and people on present job 
— than the norm groups for the JDI. This may indicate that the teachers 
had higher satisfaction levels on these three aspects of job satisfaction. 
However, the teachers scored lower on satisfaction with pay and promotion. 
The teachers' score for satisfaction with job in general could not be 
compared to that of the JDI's norm groups because the score for this 
category of job satisfaction was not listed in the JDI manual. This 
category of job satisfaction was newly added to the JDI measure of job 
satisfaction.
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Table 41
JDI Mean Scores for Vocational Agriculture 
Teachers and JDI Norm Means
JDI Scale3 Vo-Ag Teachers Males Females
Satisfaction with:
Work 36.3 24.2 13.1
Pay 18.2 19.6 20.4
Promotion 13.2 39.2 41.6
Supervision 40.3 37.4 36.1
People 40.5 29.5 30.1
Job in general^ 43.0 - -
£
JDI scores ranged from 0 - 5 4  
kjDI scores for job in general were not listed in the manual
Chapter 5
SUMMARY■, CONCLUSIONS, AND RECOMMENDATIONS
The study was conducted to determine the level of job satisfaction 
of vocational agriculture teachers in the Southeastern United States.
The descriptive method of research was used in the study. This is 
followed by a brief account of the findings. Based on the findings 
derived from testing the hypotheses, conclusions were drawn. 
Recommendations based on the findings and conclusions are presented 
following the conclusions.
SUMMARY
Data were obtained from 355 vocational agriculture teachers in 
seven states in the Southeastern United States. These states were 
Virginia, Mississippi, Alabama, Louisiana, Arkansas, Florida, and North 
Carolina.
The largest category of teachers (46.6 percent) were 25 - 34 years 
old. Male teachers comprised 80.3 percent of the respondents while 16.3 
percent were females. About 83 percen of the respondents were married, 
and 16.1 percent were unmarried. Almost half of the teachers (49 
percent) had B. S. degrees, while 32.4 percent had masters degrees.
Approximately 93 percent earned between $14,000 and $29,999 
annually. Over three-fourths of the teachers had 20 or fewer years of 
teaching experience. Most teachers (76 percent) were employed for 12 
months per year, and over half (51.2 percent) taught classes of an 
average size of 15 to 20 students.
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Teachers who taught five periods per day on the average made up 
62.3 percent of the respondents, and those who taught in schools whose 
student population ranged from 501 - 1,000 constituted the largest cat­
egory. Almost two-thirds (65.1 percent) taught in communities with pop­
ulations of 15,000 or less. Most of the teachers (82.8 percent) taught 
in rural areas and towns as opposed to cities. It was found that 22.3 
percent of the respondents had affiliation with a median of three pro­
fessional organizations, and that most of them (76.1 percent) were 
Protestants.
1. Relationships Between Job Satisfaction and Selected Demographic 
Variables
The primary concern of hypothesis one was to determine if relation­
ships existed between specific aspects of job satisfaction (scales of 
the JDI) of the vocational agriculture teachers and selected demographic 
variables. Significant relationships existed between work on present 
job and annual salary, number of months employed per year, and number of 
professional organizations affiliated with (p < .001). Significant re­
lationships were also found relating work on present job and sex, age, 
and years of teaching experience (p < .05). Negative significant re­
lationship was found between the same aspect of job satisfaction and 
population of community.
Pay was significantly related to annual salary (p < .001) and sig­
nificantly related to sex, geographical location, and religious affil­
iation (p < .05). Significant relationships were also found between 
satisfaction with promotion and average number of periods taught per day 
and religious affiliation (p < .05). There was a significant relationship
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between promotion and geographical location. Annual salary and sex had 
a significant relationship to supervision on the job (p < .001) while 
number of months taught per year related significantly to the same as­
pect of satisfaction (p < .05).
Sex, age, annual salary, and average number of students taught per 
class related significantly to people on the job (p < .05). Religious 
affiliation related significantly to people on the job (p < .01).
Satisfaction with job in general was found to relate to annual sal­
ary, and years of teaching experience at the .001 level of significance. 
Age, highest degree completed, number of professional organizations af­
filiated with, and marital status related significantly to job in general 
at the .05 level. Sex related significantly to the same aspect of job 
satisfaction at the .01 level.
Eta analysis was used to test hypothesis one for the remaining four 
demographic variables. Analysis of means of job satisfaction scores of 
different levels of the four nominal variables— sex, geographical loca­
tion, marital status, and religious affiliation— revealed some signifi­
cant findings. Male teachers scored significantly higher than female 
teachers on satisfaction with work on present job, supervision on present 
job, people on the job, and job in general. However, female teachers 
scored significantly higher than male teachers on satisfaction with pay.
Teachers who taught in cities scored significantly higher on pay 
than those who taught in towns and rural areas. This indicated that 
the city teachers were more satisfied with this aspect of job satisfac­
tion. With regard to satisfaction with job in general, married teachers 
did not differ significantly on their satisfaction with pay, opportuni­
ties for promotion, and people on the job.
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Teachers belonging to the three religious groupings— Catholic, 
Protestant, and other— did not differ significantly on their satisfac­
tion with pay, promotion, and people on present job.
2. Demographic Variables As Predictors of Job Satisfaction
Hypothesis two sought to determine whether the selected demographic 
variables significantly predict job satisfaction of the teachers as 
measured by the JDI. Data pertaining to this hypothesis are tabulated 
in Tables 35 through 40.
Three predictors significantly predict satisfaction with work on 
present job. These were number of months employed per year, number of 
professional organizations affiliated with, and annual salary. The 
teachers' satisfaction with pay was significantly predicted by annual 
salary, sex (female), and geographical location (city). The satisfac­
tion with promotion was significantly predicted by geographical location 
(city) and average number of periods taught per day.
Two variables were found to be significant predictors of the teach­
ers' satisfaction with supervision. These were sex (male) and number of 
months employed per year. The teachers' satisfaction with people on the 
job was significantly predicted by variable age only. Variables annual 
salary, number of months employed per year, and sex were significant pre­
dictors of satisfaction with job in general.
The teachers scored higher on three measures of job satisfaction—  
work on present job, supervision, and people on the job— than those of 
the norm groups of the JDI.
CONCLUSIONS
Based on the findings of the study, the following conclusions were
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drawn:
1. The researcher concluded that significant (but weak) 
relationships existed between one or more of the demographic 
variables and six scales of the JDI. Therefore, hypothesis 
one that there were no significant relationships between job 
satisfaction of the teachers and the selected demographic 
variables was rejected, and the alternate hypothesis— that 
there were relationships between job satisfaction and selected 
demographic variables was accepted.
2. The null hypothesis that the selected demographic variables 
do not significantly predict job satisfaction of vocational 
agriculture teachers in the Southeastern United States was 
rejected. The alternate hypothesis that one or more of the 
demographic variables significantly predict job satisfaction 
of vocational agriculture teachers was accepted.
3. Two variables— annual salary and number of months employed per 
year— were related to and were significant predictors of more 
scales of the JDI then other variables. Therefore, the 
researcher concluded that increasing salary and employing the 
teachers 12 months per year would result in an increase in 
their satisfaction level.
RECOMMENDATIONS
Based on the findings of the study, the following recommendations 
are formulated:
1. It is recommended that state vocational agriculture/agribusiness 
staffs continue their effort to secure or maintain 12 months
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employment and to increase salary if they desire to increase 
the job satisfaction level of vocational agriculture teachers.
2. The study was limited to agriculture teachers in the 
Southeastern United States. To validate the consistency of the 
findings, similar studies should be conducted in other regions 
of the United States and in other parts of the world.
3. In the study, the JDI was used as a measuring instrument. 
Similar studies using different measuring instruments should be 
conducted to determine the validity of using the JDI to measure 
the job satisfaction level of vocational agriculture teachers.
4. In the study, only 14 demographic variables were used. It is 
recommended that similar studies involving other demographic 
variables, for example, working conditions and grade level, be 
conducted in the future. Findings from such studies can 
provide knowledge toward a better understanding of job 
satisfaction of vocational agriculture teachers. Necessary 
steps can then be taken to improve the teachers' job 
satisfaction. Hopefully, this will aid in retaining the 
teachers in the teaching profession.
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APPENDIX A
Think of your present work. What is it like most of the time? In 
the blank beside each word given below, write
Y for "Yes" if it describes your work
N for "No" if it does NOT describe it
? if you cannot decide
WORK ON PRESENT JOB
Fascinating
Routine
Satifying
Boring
Good
Creative
Respected
Hot
Pleasant
Useful
Tiresome
Healthful
Challenging
On your feet
Frustrating
Simple
Endless
Gives sense of accomplishment
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Think of the pay you get now. How well does each of the following 
words describe your present pay? In the blank provided beside each 
word, put
Y if it describes your pay
N if it does NOT descirbe it
? if you cannot decide
PRESENT PAY
Income adequate for normal expenses 
Satisfactory profit sharing 
Barely live on income 
Bad
Income provides luxuries 
Insecure
Less than I deserve 
Highly paid 
Underpaid
8 6
Think of the opportunities for promotion that you have now. How well 
does each of the following words describe these? In the blank beside 
each word put
Y for "Yes" if it describes your opportunities for promotion
N for "No" if it does NOT describe them
if you cannot decide
OPPORTUNITIES FOR PROMOTION
Good opportunities for promotion 
Opportunity somewhat limited 
Promotion on ability 
Dead-end-job
Good chance for promotion
Unfair promotion policy
Infrequent promotions
Regular promotions
Fairly good chance for promotion
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Think of the kind of supervision that you get on your job. 
does each of the following words desribe this supervision? 
blank beside each word below, put
Y if it describes the supervision you get on your job
N if it does NOT describe it
? if you cannot decide
SUPERVISION ON PRESENT JOB
Asks my advice 
Hard to please 
Impolite
Praises good work 
Tactful 
Influential 
Up-to-date
Doesn't supervise enough
Quick tempered
Tells me where I stand
Annoying
Stubborn
Knows job well
Bad
Intelligent 
Leaves me on my own 
Around when needed 
Lazy
How well 
In the
8 8
Think of the majority of the people that you work 
people you meet in connetion with your work. How 
of the following words describe these people? In 
each word below, put
Y if it describes the people you work with
N if it does NOT describe them
? if you cannot decide
PEOPLE ON YOUR PRESENT JOB
Stimulating
Boring
Slow
Ambitious
Stupid
Responsible
Fast
Intelligent
Easy to make enemies
Talk too much
Smart
Lazy
Unpleasant 
No privacy 
Active
Narrow interest 
Loyal
Hard to meet
with now or the 
well does each 
the blank beside
JOB IN GENERAL
89
Think of your job in qeneral •
the blank beside each^ord given below w r i ^ *  B°8t °f the «me7 In
 1  for "Yes" if it describe your job
 N  for "No" if it does NOT describe it
 1--- if you cannot decide
- Pleasant 
________ Bad
. Ideal
------ _ Waste of time
_______ Good
 ______ Undesirable
 _____  Worthwhile
-------  Worse than most
 ______  Acceptable
 —    Like to leave
  --  Better than most
   Disagreeble
 ..... Makes me content
 _____ . Inadequate
   Excellent
 ______  Rotten
   Enjoyable
Poor
Copyright, 1975, Bowling Green State University. 
Revised, January, 1982.
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Section II
Please provide background information on yourself as requested below. 
This information will help us to analyze your responses. Your name 
will not be associated with this data in any way during data analysis, 
in the final reporting or at any other time.
Please circle the letter corresponding to your responses. Circle only 
ONE response except when indicated to circle more than one.
1) Age:
a) below 25
b) 25 - 34
2) Sex:
a) Male
3) Marital status:
c)
d)
35
45
44
54
e) 55 or more
b) Female
a) Married c) Widowed
b) Single d) Divorced/separated
4) Highest degree completed:
a) No 4 yr. college/university degree d) Masters degree + 30
b) B. S. degree e) Specialist certificate
c) Masters degree f) Doctoral degree
5) Current annual salary:
a) below $14,000 d) $22,000 - $25,999
b) $14,000 - $17,999 e) $26,000 - $29,999
c) $18,000 - $21,999 f) $30,000 and above
6) Years of teaching experience:
a) 5 or less c) 11 - 15 e) 21 - 25
b) 6 - 1 0  d) 16 - 20 f) 26 or more
7) Number of months employed per year:
a) 9 c) 10 e) 11 g) 12
b) 9% d) 103* f) in*
8) Average number of students in each of your classes:
a) less than 15 c) 21 - 25 e) 31 - 35
b) 15 - 20 d) 26 - 30 f) more than 35
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9) Average number of periods (1 hour) you teach per day:
a) 2 or less c) 4 e) 6
b) 3 d) 5 f) more than 6
10) Total enrollment of the school in which you teach:
a) less than 200 d) 1,001 - 1,500
b) 201 - 500 e) 1,501 - 2,000
c) 501 - 1,000 f) more than 2,000
11) Population of community in which you teach:
a) less than 5,000 d) 25,001 - 35,000
b) 5,000 - 15,000 e) 35,001 - 45,000
c) 15,001 - 25,000 f) more than 45,000
12) Geographical location of the school in which you teach:
a) city b) town c) rural
13) Number of professional organizations you are affiliated with:
(ex. NVATA, AVA)
a) 0 c) 2 e) 4
b) 1 d) 3 f) 5 or more
14) Religious affiliation:
a) Catholic c) Jewish e) None
b) Protestant d) Other
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S c h o o l  o f  V o c a t i o n a l  E d u c a t i o n  
C o l l e g e  o f  A g r i c u l t u r e
L o u i s i a n a  S t a t e  U n i v e r s i t y
BATON ROUGE • LOUISIANA • 70803-5422
We are conducting a study on "Job Satisfaction of Vocational 
Agriculture Teachers in the Southeastern United States." The main 
purpose of the study is to measure job satisfaction of vocational 
agriculture teachers in the region. Information from this study 
will be used by supervisors, teachers, and teacher educators in 
planning for vocational agriculture programs.
You have been selected to participate in this study. We would 
appreciate your taking a few minutes to complete the questionnaire 
and return it in the enclosed, self-addressed, stamped envelope. 
Your prompt reply will be greatly appreciated. Please be assured 
that all replies will be held in strict confidence and will be 
treated as grouped data.
Thank you for your assistance.
Sincerely yours,
Abdul Malek, Graduate Student 
Vocational Agricultural Education
Joe W. Kotrlik, Associate Professor 
Vocational Agricultural Education
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L o u i s i a n a  S t a t e  U n i v e r s i t y  A N D  AGRICU LTU RAL A N D  M EC H A N IC A L CO LLEG E 
BATON ROUGE • LOUISIANA • 70803-5422
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A few weeks ago, you were mailed a questionnaire designed to obtain 
your opinions about your job. You were selected to participate in our 
study to determine "Job Satisfaction of Vocational Agriculture Teachers 
in the Southeastern United States."
To this date, we have received many responses; however, we have not 
received yours. Your opinions and input are vital to the success of our 
study.
Therefore, if you have not completed the questionnaire, please take 
a few minutes today to complete the enclosed questionnaire and return it 
as soon as possible in the envelope provided.
The information you provide will be combined with other information 
that has been received. Your name will not be used in the final report 
of the study.
We thank you for your cooperation, assistance, and interest.
Sincerely
Abdul Malek, Graduate Student 
Vocational Agricultural Education
Joe W. Kotrlik, Associate Professor
Vocational Agricultural Education
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S c h o o l  o f  V o c a t i o n a l  E d u c a t i o n  
C o l l e g e  o f  A g r i c u l t u r e
L o u i s i a n a  S t a t e  U n i v e r s i t y  and agricultural and mechanical college
BATON ROUGE • LOUISIANA • 70803-5422
504 388-5748
This is our third letter to you asking you to help us measure 
"Job Satisfaction of Vocational Agriculture Teachers in the South­
eastern United States."
As we stated earlier, your input is vital to the success of the 
study.
Please complete the enclosed questionnaire today and return it 
to us in the self-addressed, stamped envelope. Your responses will 
remain anonymous.
Thank you for your cooperation and assistance.
Sincerely
Abdul Malek, Graduate Student 
Vocational Agricultural Education
Joe W. Kotrlik, Associate Professor
Vocational Agricultural Education
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Table 42
Crosstabulation of Work on Present Job 
By Geographical Location
Geographical
Location
Work on Present Job 
Frequencies and Percentages
0-18 19-36 37-54
City 1
0.3%
26
7.4%
30
8.5%
Town 9
2.6%
55
15.7%
80
22.8%
Rural 4
1.1%
62
17.7%
84
23.9%
Eta = .032
Table 43
Crosstabulation of Work on Present Job 
By Marital Status
Work on Present Job 
Frequencies and Percentages
Marital Status 0-18 19-36 37-54
Married 12
3.4%
117
33.4%
164
46.5%
Not married 2
0.6%
24
6.9%
31
8.9%
Eta = .076
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Table 44
Crosstabulation of Work on Present Job
By Religious Affiliation
Religious
Affiliation
Work on Present Job 
Frequencies and Percentages
0-18 19-36 37-54
Catholic 1 14 12
0.3% 4.0% 3.4%
Protestant 12 106 152
3.4% 30.0% 43.1%
Jewish 0 0 0
0.0% 0.0% 0.0%
Other 0 19 28
0.0% 5.4% 7.9%
Other 1 4 4
0.3% 1.1% 1.1%
Eta = .089
Table
Crosstabulation of Work
45
on Present Job By Sex
Work on Present Job 
Frequencies and Percentages
Sex 0-18 19-36 37-54
Male 10 111 164
2.9% 32.4% 47.8%
Female 4 28 26
1.2% 8.2% 7.6%
Eta = .105
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Table 46
Crosstabulation of Present Pay
By Geographical Location
Geographical
Location
Present Pay 
Frequencies and Percentages
0-18 19-36 37-54
City 20 19 10
8.0% 5.4% 2.8%
Town 83 47 14
23.6% 13.4% 4.0%
Rural 73 59 18
20.8% 16.8% 5.1%
Eta = .093
Table 47
Crosstabulation of Present Pay 
By Marital Status
Present Pay
Frequencies and Percentages
Marital Status 0-18 19-36 37-54
Married 155 . 108 30
44.3% 30.9% 8.6%
Not married 32 15 10
9.1% 4.3% 2.9%
Eta = .063
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Table 48
Crosstabulation of Present Pay
By Religious Affiliation
Religious
Affiliation
Present Pay 
Frequencies and Percentages
0-18 19-36 37-54
Catholic 15 9 3
4.2% 2.5% 0.8%
Protestant 136 99 35
38.5% 28.0% 9.9%
Jewish 0 0 0
0.0% 0.0% 0.0%
Other 31 12 4
8.8% 3.4% 1.1%
None 3 6 0
0.8% 1.7% 0.0%
Eta = .100
Table 49
Crosstabulation of Present Pay By Sex
Present Pay
Frequencies and Percentages
Sex 0-18 19-36 37-54
Male 157 95 33
45.8% 27.7% 9.6%
Female 24 25 9
7.0% 7.3% 2.6%
Eta = .095
1 0 0
Table 50
Crosstabulation of Opportunities for Promotion
By Geographical Location
Geographical
Location
Opportunities for Promotion 
Frequencies and Percentages
0-18 19-36 37-54
City 39
11.1%
9
2.6%
9
2.6%
Town 104
29.6%
24
6.8%
16
4.6%
Rural 121
34.5%
20
5.7%
9
2.6%
Eta = .130
Table 51
Crosstabulation of Opportunities for Promotion 
By Marital Status
Opportunities for Promotion 
Frequencies and Percentages
Marital Status 0-18 19-36 37-54
Married 223
63.7%
41
11.7%
29
8.3%
Not married 39
11.1%
13
3.7%
5
1.4%
Eta = .014
1 0 1
Table 52
Crosstabulation of Opportunities for Promotion
By Religious Affiliation
Religious
Affiliation
Opportunities for Promotion 
Frequencies and Percentages
0-18 19-36 37-54
Catholic 17 6 4
4.8% 1.7% 1.1%
Protestant 206 42 22
58.4% 11.9% 6.2%
Jewish 0 0 0
0.0% 0.0% 0.0%
Other 36 4 7
10.2% 1.1% 2.0%
None 5 3 1
1.4% 0.8% 0.3%
Eta = .099
Table 53
Crosstabulation of Opportunities for Promotion By Sex
Opportunities for Promotion 
Frequencies and Percentages
Sex 0-18 17-36 37-54
Male 213 44 
62.1% 12.8%
28
8.2%
Female 45 10 
13.1% 2.9%
3
0.9%
Eta = .044
1 0 2
Table 54
Crosstabulation of Supervision on Present Job
By Geographical Location
Geographical
Location
Supervision
Frequencies
on Present Job 
and Percentages
0-18 19-36 37-54
City 4
1.1%
13
3.7%
40
11.4%
Town 18
5.1%
31
8.8%
95
27.1%
Rural 16
4.6%
26
7.4%
108
30.8%
Eta = .061
Table 55
Crosstabulation of Supervision on Present Job 
By Marital Status
Supervision
Frequencies
on Present Job 
and Percentages
Marital Status 0-18 19-36 37-54
Married 31
8.9%
54
18.4%
208
59.4%
Not married 6
1.7%
16
4.6%
35
10.0%
103
Table 56
Crosstabulation of Supervision on Present Job
By Religious Affiliation
Religious
Affiliation
Supervision on Present Job 
Frequencies and Percentages
0-18 19-36 37-54
Catholic 4 4 19
1.1% 1.1% 5.4%
Protestant 29 56 185
8.2% 15.9% 52.4%
Jewish 0 0 0
0.0% 0.0% 0.0%
Other 3 8 36
0.8% 2.3% 10.2%
None 1 4 4
0.3% 0.3% 1.1%
Eta = .089
Crosstabulation of
Table 57
Supervision on Present Job By Sex
Supervision on Present Job 
Frequencies and Percentages
Sex 0-18 19-36 37-54
Male 26 52 
7.6% 15.2%
207
60.3%
Female 12 14 
3.5% 4.1%
32
9.3%
Eta = .160
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Table 58
Crosstabulation of People on Present Job
By Geographical Location
Geographical
Location
People on Present Job 
Frequencies and Percentages
0-18 19-36 37-54
City 5 15 37
1.4% 4.3% 10.5%
Town 12 24 108
3.4% 6.8% 30.8%
Rural 6 44 100
1.7% 12.5% 28.5%
Eta = .060
Table 59
Crosstabulation of People on Present Job 
By Marital Status
People on Present Job 
_______ Frequencies and Percentages_______
Marital Status 0-18 19-36 37-54
Married 20 69 204
5.7% 19.7% 58.3%
Not married 3 14 40
0.9% 4.0% 11.4%
Eta = .047
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Table 60
Crosstabulation of People on Present Job
By Religious Affiliation
Religious
Affiliation
People on Present Job 
Frequencies and Percentages
0-18 19-36 37-54
Catholic 1 5 21
0.3% 1.4% 5.9%
Protestant 17 63 190
4.8% 17.8% 53.8%
Jewish 0 0 0
0.0% 0.0% 0.0%
Other 3 11 33
0.8% 3.1% 9.3%
None 2 5 2
0.6% 1.4% 0.6%
Eta = .175
Table 61
Crosstabulation of People on Present Job By Sex
People on Present Job 
Frequencies and Percentages
Sex 0-18 19-36 37-54
Male 18 60 
5.2% 17.5%
207
60.3%
Female 4 22 
1.2% 6.4%
32
9.3%
Eta = .113
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Table 62
Crosstabulation of Job in General
By Geographical Location
Geographical
Location
Job in General 
Frequencies and Percentages
0-18 19-36 37-54
City 2 13 
0.6% 3.7%
42
12.0%
Town 6 24 
1.7% 6.8%
114
32.5%
Rural 6 19 
1.7% 5.4%
125
35.6%
Eta = .063
Table 63
Crosstabulation of Job in General 
By Marital Status
Job in General 
Frequencies and Percentages
Marital Status 0-18 19-36 37-54
Married 10 43 
2.9% 12.3%
240
68.6%
Not married 4 11 
1.1% 3.1%
42
12.0%
Eta = .122
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Table 64
Crosstabulation of Job in General
By Religious Affiliation
Religious
Affiliation
Job in General 
Frequencies and Percentages
0-18 19-36 37-54
Catholic 1 5 21
0.3% 1.4% 5.9%
Protestant 9 45 216
2.5% 12.7% 61.2%
Jewish 0 0 0
0.0% 0.0% 0.0%
Other 3 4 40
0.8% 1.1% 11.3%
None 1 1 7
0.3% 0.3% 2.0%
Eta = .037
Table 65
Crosstabulation of Job in General By Sex
Job in General 
Frequencies and Perce-"*• ages
Sex 0-18 19-36 37-54
Male 10 39 
2.9% 11.4%
236
68.8%
Female 4 14 
1.2% 4.1%
40
11.7%
Eta = .126
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